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Federal laws that protect employment rights
apply to both women and men. This leaflet is
directed specifically to women because women's
legal rights related to jobs and jobseeking have
changed considerably in the p&st two 'decades, 4,

and many women arestill unaware of protections
and services provided under Federal law.

This working woman's guide presents generaly
information about Federal legislation that affect
womenafrights when they are seeking a job, wh
on the job, and when they retire. Many States,. f-,
,fer similar, and sometimes broader, proteccions"
or wider coverage than the Federal law) and sothe
areas of emploiment are governed exclusi'lgy by
State law. hifokmation about State emplOment
laws is available from State departments:0411)0r
or departments of human resources...

Women n9w constitute more than Mipercent
of the Nation's labor force, and abstil,t, 53 per-
cent of all women 16 years of age anOlder are
working or seeking work. Howeve'rjWomen's
average earnings are only 62 percent, of men's;
women continue to predominate' in-a limited
number of relatively low-paying occupations, and
women's, opportunities for full' and equal par-
ticipation in the economy are still negvively af-
fected by sex discrimination in einploent.-1t-is
our hope that by providing information about
their legal job rights we will help women gain full
equal opportunity in access to jobs, promotions,
pay, and retirement benefit.4.

Lenora Cole Alexander
Director, Women's Bureau

r



How Vl/oMen
Can Assert Their
JOb Ri its,

. The first step in asserting your legal rights is to knOw what those rights are. It
is important to know which unfair or discriminatory practices are prohibited by
law, and 'to distinguish these from actions which may seem unjust, but whic)i
are not unlawful. ,

You should also keep in mind that an employer can take action against an
employee for good cause. Laws that protect against discrimination based on
race, color, sex, national origin, religion, age, or handicap do not pfevent an
employer from discharging you if you are not doing your job; nor do they re-
quire employers to hire you if you are not qualified for the job.

You can resolve many problems associated with getting a job or coping wiyi
a particular job situation through discussion with personnel officers or super-
visors. Informal problem solving is frequently the quickest method for settling
a dispute; often the problem arises because of misunderstanding, lack of com
munication, or ignorance of the employee's rights. In many woik
establishments, informal conciliation is part of grievance procedures undercol-
lective bargaining agreements, personnel policies, or formal equal employment
opportunity pfograms.

However, if you believe that you arebeing paid less than a legal wage, or are .

the victimtf discrimination prohibited by law, you are entitled to file a com-
plaint with the agency that has responsibility for enforcing the law. Proce&res
for making complaints vary; a telephoner equest is enough.to set in motionam.
investigation into substandard wages or iiMual pay, whereas a written 'Com-
Oaint is netessary under some antidiscrimination laws.



If you, feel that you are being treated unfairly, take care to doCument in
cidents to support a complaint. Written notes on what happened and when,
and who was there, arc very useful in refreshing the memory and showing a
pattern of unfair treatment.

There are time limits on filing complaints, so it is important to act promptly.
Information about time limits and procedures under the various laws is pro-
vided with each section of the gtcle. If you are unsure about how the law might
apply to a specific, situation, call the agency that handles those complaints to
talk with compliance officers who are trained to provide information about fil-
ing complaints. Sample forms are included in Appendix C.

Addresses of compliance agencies as well as agencies which administer laws
on retirement or disability, for example, are listed in Appendix A. '1

In addition, most agencies with enforcement or administrative respon-
sibilities for Federal laws print pamphlets with information for co umers. Free._
copies of these materials are generally availablelrom the agency u n request..
Additional sources of assistance and information exist in the f of com-
munity baied organizations that have information and refeml, counselipg, or
legal assistance services. The local bar association, a State or local commission
on women, or an information and referral center may be able to pro,Ade infor-
mation about these resources.

Note: This publication was prepared by Ruth Robinson, Division of Information and Publications, and Jane
Walstedt, Division of Legislative Analysis.
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A number of Federal laws provide for services to assist jobseekers and pro-
tect workers from policies and practices which discriminate on th; basis -of sex,
race, color, religion, or national origin. Similar laws at the State level increase
the scope otcoverage, complement It, or operate in partnership with Federal
legislation.

Employment Se vices

The United. States Employment Service operates in partnership with State
employment services to provide free counseling, testing, and job placement in
major cities across the country. Established under the Wagner-Peyser Act, the
State-operated employment servicecalled Job Service in most Statesforms
a national network of public employment officeAthat follow Federal
guidelines. Many of these offices have job banks ivhich maintain computerized
listings of job vacancies in the particular geographic area, so jobseekers can
match their skills to available jobs. Through screening and referral services, the
Job Service also channels applicants into various training Programs.

Job Service or Employment.Service offices are listed in,the telephone direc- .44

tory under State government listings, In most States they are part of the depart-
Ment of labOr or human resources, or a-separate employment security agency. `,

. Training and Education

Apprenticeship. The-national apprenticeship systeni,is a Federal-State partner-
ship established by the National' Apprenticeship Act to encourage high stan-
dards for apprenticeship training and to PrOmote the apprenticeship concept
among business and industry. Apprenticeship is a system for teaching Skilled'
trades and crafts through a combination of on-the-job training and claisrOom .2

instruction. Natidnal standards approved by the Bureau of Apprenticeship and



Training or State apprenticeship agencies govern the scope of work, courses of
instruction, length of training, and amount of pay. A great advantage to ap-
prenticeship training is that apprentices are paid while they learn. Typically an
entering apprentice earns about half of the wage rate of a highly skilled fully
qualified worker (journeyworker), arid receives an increase about every 6
months. Upon completion of the program; the apprentice receives a certificate
or card which shows that she or he has become a journeyworker in a specific
occupation.

c_,Department of Labor regulations published in May 1978 require sponsors of
apprenticeship programs with more than five apprentices to take affirmative
action to recruit women, as well as minorities, when these groups do not. have a
reasonable share of training, opportpnities:

A number of States provide informay'on about apprenticeship programs
through Apprenticeship Information Centers (AIC's), which are generally
operated by ttie State employment service. The-Bureau of Apprenticeship and
Training, of the U.S. Department of Labor, State apprenticeship agencies,
unions, and employers who operate apprenticeship programs can provide more
information about apprenticeship opportunlas't
Employment and Training Programs. For many years the Federal Government
has funded employment and training programs for unemployed and disadvan-
taged workers. The Comprehensive Employment and Training Act (CETA),
passed in 1974 and reauthorized in 1978, concentrated most of the employment
and training funds in local government units called prime sponsors which
developed programs tailored to local needs. The CETA reauthorization legisla-
tion expired in September 1982. It was replaced by the Job Training Partner-
ship Act of "982, which was signed into law in October 198. The legislation
provides for job training programs which are punned aid implemented
under the joint control of local elected government officials and private in-
dustry councils in service delivery areas designated by the Governor of each
State. The new law took effect October 1, 1983, providing for a 1-year tran-
sition period under the CETA system.

The State department of labor orhuman resources or the Job Service will be
able to provide information about public employment and training oppor-
tunities under the Job. Training Partnership Ad.

Educational and vocational programs are a vital link in the process of seek:
ing a job because they provide training necessary to qualify for many occupa-
tions, Federal laws prohibit discrimination in educational and vocational pro-
grams and establish prograMs and services to help overcome the effects of past
sex role stereotyping and sex discrimination. For example, title IX of the
Education Amendments of 1972 prohibits sex discrimination in any educa-
tional program or activity receiving Federal assistance. Under the 1976 amend-
ments to the Vocational Education Act (which has been extended to 1984), each
State is required to designate a sex equity coordinator whose responsibility it is

6
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to see that State vocational educatioci programs do not discriminateWainst or.
stereotype women and girls. These coordinators, locited in the State depart-
menitof education, 'have information about programs'available in their States.

ilk Federal Protections for Jobseekerrt

Several Federal Itneprorect workers from discrimination inthe Iobseeking
---- pv--*, pi-ss:-by-prohibiting_discrimination in recruitment, testing, referrals, and

. hiring: , 41 , 4 I

Discrimination Based' n Sex; Race, Color, Rtfligion, and NatiOnal Origin. Title
VII of the Civil Rights Act of 1964 is the principal law'that protects workers
from discrimination in employment. The act makes it unlawful to discriminate
on The basisOf sex, race, color, religion, or national origin in hiring or firing;

employees; extending o assigning facilities; training; retraining; or appren-
ticeships; or any other terms, conditions, or'privileges of employment. For. ex-

/t ample, it is unlawfUl for an employer to refuse. to let certain persOns file ap-
plication forms, but to accept others; for kunion or an employment agency to
refuse to refer apOlicants to job openialigs;for a union-to refuse membership or

V".,for an apprenticeship or other 'training program _to refuse admission to 'an ap-
plicant, when the reason for the action is the individual's sex, race, color, ,

..,

religion, or national origin.
The Equal tmplyyment Opportunity Commission (EEOC) has priniary

responsibility for enforcement of title VII. Under EEOC guidelines on sex
discrimination; it is a violation of title VII to refuse to hire an individual based
on stereotyped characteristics of the sexes or preferences of co-workers the
employer, clients or customers; to label jObsias "men's jobs" and "women's
jobs," .or to iNicate a preference or limitation based on sex in a help-wanted
,advertisenent,'unieis sex is d bona fide occupational qualification (BFOQ) for

'. the job. Sex is rarely a BFOQ. The guidelines also say that State protective,

labor laws that prohibit or limit the employment of women at certain times or
in certain occupations, such as mining or bartending, are in conflict with and '

are superseded by title VII. and therefore cannot be used as a reason for refus-
ing to employ women. .

As attic ytedvin 1972, title VII covers most employers of .15 or more
'employees, public and private employment agencies, labor unions with 1. or,
more members, and joint labor.-management committees k for apprenticeship
anOraining. Indian tribei are exempt as employers. Religious institutions are

empt with respect to employing persons of alparticular religion, but are
covered with respect to discrimination based on sex, race, color, or national
origin.



What To Do The EEOC Complaint Process

If you think you have been treated unfairly in an employtirtent situation and
the reason for the action was your sex,Face, color, religion, or national origin,
you may file a complaint or charge with the Equal Employment Opportunity
Commission. The complaint form asps your name and address; the name
and address and other information about the employer,' union, or employment'
agency; and a brief-description of the discriminatory practice or action. You
must file the complaint, within 180 days of the action you are complaining
about. If the is a State or city fair employment practices (FE?) law offering
comparable protection (42 States have such FEP laws), the EEOC will send ,a
copy of the complaint to the agency that enforces the State or local law. Iff the
State agency does not complete action on the complaint within 60 days, EEOC
may proceed to process the charge. If you sendtne complaint to theState agen-
cy first, the deadline for filing with EEOC is 300 days from the date of the
unlawful act, or within 30 days of a notice that the State agency has finished its
proceedings, whichever happens first. Someactions may be continuing viola-
tions of title VII,, and-are not then subject to the usual time limits..

+ EEOC's effforcement process begins with an interview with an equal opporD
to specialist who talks with you about what happened. The EEO specialist
then fills out the charge form, proVides counselingon legal rights,, and explains
the EEOd enforcement process. After the charge is filed, EEOC notifie'S the

rksiemployer, who often asked to come to the Commission office to discuss the
charge with yo and EEOC staff. If a satisfactory settlement cannot be
reached, EE0a. will investigate the -charge further and make a decision on
whether there is reasonable cause to believe that discrimination occurred. If the
Commission finds no reasonable cause, it will.give you a""right-to-sue" letter

1,

,which permits' you-to initiate a private suit, if you want to do so. If reasonable
cause is found, and EEOC is not able to reach settlement through Conciliation
efforts, Commission attorneys, review thbtcase again and decide whether the
Commission should sue the employer. If they decide against going to court,
they issue a right-to-sue-letter so you can sue privately. You do not have to wait
for this entire ptocess to be completed before you begin a private suit. You may
begin your own suit any time affer.EE0C, has had jurisdiction to act on the case
for 180 days. However, 'you must have a right-to-sue letter before any action
may be started in cou After getting the right o-sue letter, you.have 96 days
to file in court. You sh Id fry. td secure an at rney before requesting a letter.
EEOC will try to help y u find a lawyer if you are unable to find one on your
own. , ,

Because time is crucial in title VII cases, jf you think you. have been
discriminated against, it is important to contact the EEOC field office that

--- sorves. your geographical area soon after the discriminatory action occurs, to
find out if there may be grounds for filing a complaint. (See Appendix A for
addresses.)

8
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It is gainst the law to discriminate against anyone for starting proceedings
under title VII, opposing an illegal practice, or participating in an investigation.

Ida Phillips was refused a job as an assembly trainee because he had
preschool age children. Employment of male trainees was not so
restricted. The Supreme Court held that the policy of excluding women
with preschool age children was discriminato , because the employer
had not justified its separate hiring pmc ces r women and men with
young children. Phillips v. Martin Mari rp., 4(X) U.S. 592 (1969).

Executive Order 11246, as amended, prohibits employment discrimination
based on sex as well as on race, color, religion, or national origin by Federal
service and supply contractors and subcontractors by contractors which
hold a Federal or federally assisted construction cont of $10,000 or more.
Coverage currently., includes all facilities of the con ctor, regardlest of
whether they are being used in the performance of the Federal contract. In the
case of State or local governments holding contracts, except for educational in- '''='

stitutions and medical facilities, coverage is limited to the agency participating
in the contract.

To ensure nondiscrimination in employment, contractors must take affirm-
ative action in such areas as recruitment or recruitment advertising; hiring,
upgrading, demotion, or transfer; layoff or termination; rates of pay or other
compeniation; and selection for training, including apprenticeship. .

,t

he Executive order is enforced by the Office of Federal Contract COm7
plian Programs (OFCCP), U.S. Department of Labor. OFCCP' sets policy
and develOps regulations for implementing the Executive order, and checks to

,

...

see that Federal contractors comply with the regulations. Compliance reviews
are the primary mechanism for carrying out the Federal Government's policy
to further equal employment opportunity. ,

OFCCP sex discrimination guidelines provide, among other things, that con-
tractors may not advertise for employees under female and male classifications, ...i,
base seniority lists on sex, deny a person a job because of State `protective'!:!:'
labor laws, or make distinctions between married or 'unmarried persons.of one:,
sex only OFCCP established goals and timetables for the :einploymett Of
women under service and supply contracts in 1971 and under construction con;.
tracts in 1978. .,

-.v

='''41t,'



What To Do

As an individual you may not privately sue a company for violation of Ex-
ecutive Order 11246. However, you may file a complaint of discrimination by a
Federal contractor or subcontractor by phone, letter; or personal visit?
OFCCP in Washington, D.C.; or to one of OFCCP's regional or area offices
(see Appendix`A for addresses). Complaints may also'be filed by individuals or
organizati)rs on behalf of persons affected by discriminatory conduct..11 your
complaint involves discrimination against only one person, OFCCP may refer
it to the Ijual Employment Opportunity Commission. OFCCP generally is
concerned -about practices that affect larger ,segmentS of the employer's
workforce. You should file the complaint within 180 days of the action You.are
complaining about sinthe filing ,ti may be extended only for a good
reason. of

1
The complaint letter should include description of tlieAtscriminatory' ac-

tion, names and addresses of the contractor and of all those who were
discriminated against, and any other information that would aid in an in.-
vestigation. After receiving the complaint OFCCP either conducts an investiga-
tion or refers the complaint to EEOC. If the investigation indicates there are
violations' of the Executive order, OFCCP attempts ,to. reach a. conciliation
agieement with the conN4tor. A conciliation agreement might iiiclUde back
pay, seniority credit, promotions, or other formi of relief for 'the employees
who have suffered from discrimination. If the Conciliation effort is unsucf
cessful, there is an.established administrative process which includes a formal
hearing. Contractors who do not comply may lose their Government contracts,
have paymehts withheld, or be debarred from Federal contract work. In some
discs' the Department of Justice may file suit in Federal court on behalf of the
Department of Labor for violations of the equal opportunity contract provi-
sions.
Discrimination Based on Age. The Age Discrimination in Employment Act o .-

1967 (ADEA), as amended, prohibits discrimination on the basis of age against ,
any Person between the ages of 40 and 70. There is no upper age limit with
respect to employment in the Federal Government. The law applies to all public
employers, private employers of 20 or more employees, employment agencies
serving covered employers, and labor unions of more than 25 members.
Employers may not fail or 'refuse to hire, discharge, or otherwise discriminate
against any individual with respect to compensation or terms or conditions of

10
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employment because of age. Employment agencies may not fail or refuse to
refer anindividual becauseof age, and labor unions may not exclu4e or expel a
person because of age, or otherwise discriminate regarding terms or conditions
of employment. The ADEA prohibits, help- anted advertisements" which in-
dicate preference, limitation, specification or discrimination based on age. For
example, terms such as "girl," and "35-55," may not be used because they in-
dicatethe exclusion of qualified applicants based on age: The law does not pro-
hibit discharge or discipline of an employee for good cause.

The ADEA does noticover situations in which age is a bona fidg occupa-
tional qualification, such as modeling "junior Miss" fashfons differences
which are based on reasonable factors other than age, such as the use of
physical examinations where heavy physical demands are made upon the
work5r; registered apprenticeship programs; and differences based on bona
fide seniority systems ,or employee benefit plans such as retirement, pensioh, or
insurance plans.' However, lip,e act prohibits, usjni employee benefit plans as a
basis for refusing to hire older applicants or retiring older employees. The law
does not permit the involuntary retirement of workers under age 70, except for
certain senior-executive and high-level .policymaking,crriVoyees.

In 'addition to the Fqderal law, many States have age diltimination laws, or
provisions in their fair employment practices law that prohibit discriminatipn
based on age. Solve of these laws have no upper limit in protections against age
discrimination in employment, others protect workers until they, reach 60, 65,
or 70 years of age.

,

What To 'Do .

If you think you have been discriminated against because of your age, you
may'file a complaint with EEOC, which enforces the ADEA. After receiving
notice of a possible ADEA violation, an equal opportunity specialist will inter-
view

.
you to find out what happened and to counsel yOu about your rights

under the law. If you want complete confidentiality Wu may file a complaint,
which will be handled by EEOC, and your name will not be given to the
employer. However, if you want to preserve the Hell to tile a private suit, you
must file a charge, and the employei; must be informed about who is makini
the charge.

Charges must be filed .within 180 days of the alleged discriminatory action.
After the initial interview, the equal opportunity specialist tries to conciliate the



charge. If an agreement is not reached, EEOC may investigate further. EEOC
may initiate court action if a violation of the law is found and final conciliation
fails. Discriminating against an individual fo starting proceedings under the
law, opposing an illegal practice, testifying, of participating in an investigation
is Unlawful.

For additional information about the 'ADM, contact the nearest IEOC
field lifice. These offices hive free pamphlets which provide detailed informa-
tion about the age discrimination law and EEO specialists whotanswer specific
questions. (see Appendix A for addresses:)

Betty Hall, 47 years old, was denied ajob as a teller at the First Federal
Savings and Loan Association of Broward County, Florida. -A Labor
Department inveitigcition revealed that the personnel officer who inter-
viewed her marked "too old for teller" on his notes. Other evidence of
age discrimination included an ad for a "young man,',' a job order with
an employment agency for teller trainees between the ages of 21 and 24,
and the fact that none of the 35 persons hired for teller jobs in the year
following passage of the Age Discrimination in Employment Act were-
over 40. The court upheld an injunction prohibiting the bank from fur-
ther violations of the ADEA and ordered back pay for Betty Hall.
Hodgson' v. First Federal Savings and Loan Ass'n., 455 F 2nd 818 (5th
Cir. 1972).

Discriminadon Based on Handicap. Handicapped workers are Protected from
discrimination by Federal law if they are employed by comparties that hold
Federal contracts, are participants in programs or activities that h.ceivg Federal
funds, or if they are employed by the Federal Government.

Under section 503 of the Rehabilitation Act of 1973, as amended, Federal
contractors and subcontractors who have contracts in excess "of $2,500 may not
discriminate against persons otherwise qualified Co do the job in hiring, firing,
promotions, compensation, or othdr terms or conditions of employment
because the person has a physical or mental handicap.

The Office of Federal Contract Compliance Programs (OFCCP), US.
Department of Labor, enforces section 503 of the Rehabilitation Act. OFCCP
regulations covering affirmative action obligations'of Federal contractors and

*subcontractors require outreach and positive recruitment as well as in-
dividualized accommodation to the physical limitation of an applicant or

12 18



employee, if necessary. The OFCCP enforcement process includes investiga-
tion and conciliation efforts as well as recourse to Court action.. Remedies in-

elude withholding of payments and debarment from Federal contracting. Some
courts have held that an individual may sue privately under section 503, and
others have held teat only the Federal Government may pursue remedies under

this section.
Section 504 of the Rehabilitation Act, as amended in 1978, forbids

discrimination against handicapped individuals in programs or activities receiv-

ing Federal funds. Courts have held that section 504 permits individsals to take

legal action against such programs for tdiscriminatory acts. Sectioh 504 is en-

forced by the agency providing Federal assistance, under the general leadership

of the Department of Justice. The 1E06 provides leadership and guidance
with respect to 'employment discrimination based on handicap.

Federal regulations ptyhibit Rderal agencies from discriinAting against
qualified physically or wentally handicapped persons; require them to make
reasonable accommodation to the known physical or mental limitations of
qualified handicapped- applicants or employees; and require them to issue
regillations regarding the . acceptance and processing of omplainy.- of
discrimination based on a physical or mental handicap!The Equal Employ-
ment Opportunity Commission enforces the regulations that apply to Federal

employees. -

_ number. of States prohibit unfair discrimination against handicapped in-
dividuals in State fair employment practice (FEP) laws. For information about
State protection', contact the State department of labor or human rights corn-

mission.
,

What To Do

If you think you are qualified to do a particular jo and have been /
discriminated against because of your tianditap, contact the ncy responsible

for enforcing the !awl that protects handicapped workers. (See Appendix A for .

addresses.)

V
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Workers are protected on the job by a variety of laws which prohibit
discrimination and govern wages, hours, occupational safety and health and
other employment-related issues.

Minimum Wages and Overtime Pay

The Fair Labor Standards Act (FLSA) provides. for minimum -w.ages and 'I
overtime pay for covered workers. The FLSA now covers the great majority of :11

workers. However, casual babysitters and companionsYor the aged and infirm; 4
executive, administrative, and Orofessional employees;, outside salespeople;
employees of certain small, local retail or service establishments; an some
agricultural workers, are still exempt from both the triinimum wage and over-r.,
time premium pay provisions of the FLSA. (Extension of these provisions to
State and local government workers in areas of traditional *overnmental func-

'ions was declared unconstitutional by the U.S. Supreme Court.) ,

Since January 19frf, the minimum hourly rate for all covered workers has...'
been $3.35 for the first 40 hours each 'week (workersin somieowSteratersatesbentreaflyt

from higher rates under State laws). Under certain conditions I
be paid to learners, apprentices, handicapped workers, and full-time students.

The FLSA does not limit th?hours of work for employees who are 16 years ,,i

old or older. However, most covered workers are entitled to 11/2 times their

regular rate of pay for hours in excess of 40 a Ntek. The law does not require. t"

premium pay for overtime for covered agricultural workers, live-in househoict, '---
workers, taxicab drivers, and employees of motor carriers, railroads, and

\ .

airlines. Hospitals, nursing homes, and,rest homes may compute overtime after\ ...:

8 hours a day or after 80 hours in a 14-day period. . , . ,4-:,,,c

The law permits loaging, board, Or other facilities provided by an einPlnYer,4

..-4'.,,-:,

to be ckmsidered as a part, of wages. Also tip's actually received and retained. .T.,

may be counted for up to 40 percent 9f the, MiniTurn wage. Tile tiPcre'lit79:
,

. v.,..L-

'1.

, .t..4:1/14:*-.
',V'-"-- O.V0`,A/ s 14 $4,

-
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be claimed only for workers who are engaged in an occupation in which they
customarily and regularly receive tips of more than $30 a month.

The Federal law does not require premium/pay- for weekends or holiday
work, or, generally, for daily overtime; nor does it require rest periods,
disch/ige notices, or severance pay. It is'enforced by the Wage and Hotir Divi-
sion of the Employment Standards AdAiinistration, U.S. Department of
Labor, which has authority to investigate complaints and to initiate action
against violators of the law who may be subject to civil or criminal court action.

Some States have laws limiting the days per week an employee can be re-
quired to work or which contain provisions on Sunday work, working on the
Sabbath, holidays, and rest periods: The State department of labor can provide
information about its employment laws.

Provisions of a collectivd bargaining agreement or written personnel policits
may providersimilar or additional benefits with schne employers.

t
111
What To Do

/

.If you think that you areliot being paid the minimum wage or required over-
time pay, ymi ma9 file a complaint with the Wage and Hour Division in Wash-
ington, D.C., or at one of the regional offices. (See Appendix A for addresses")
Complaints are treated confidentially.

Upon receiving a complaint of an FLSA violation, Wa'ge and Hour com-
pliance officers investigate to see if it is valid. If it is, the Wage and Hour Divi-
sion attempts to persuade the employer to comply with the law. If these at-__
tempts are unsuccessful, the case is referred to the Department 61 Libor
Solicitor's Office, which may decide to file suit against the employer in Federal
court.

In addition to the Federal remedy, under FLSA you have aright to sue the
employer yourself for back pay, damages, attorney's fees and court co'its....4\.).
However, if you begin a private suit, the Department of Labor will not pursue
your case in court. In order to recover back pay, you must file your suit in court
within 2 years, except in cases of willful violations, in which case the time limit
is 3 years.

It is unlawful to discharge or otherwise discriminate against an employee for
filing a complaint or participating in a proceeding under the 'FLSA.

.16
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Waitresses and waiters at a Marriott restaurant averaged more than the
minimum wage in tips, and management paid any difference if the tips
fell below the minimum wage. The U.S. Court qf Airsais held that this
policy violated the Fair Labor Standards Act as amended in 1974. The
FLSA provided that employers must pay at least 50 pendent (since
January 1981, the tip credit may not exceed 40 percent t of the minimum
wage regardless of the amount of tips, that employees have a right to re-

.
lain their tips unleSs the employees are participatingin a valid tip pool ar-
rangernenaone in which ,only those employees who customarily receive
tips participate) and that the tip credit toward the minimum wage was
available only if employers Wormed employees about the provisions of
the FLSA law. The court ordered back wages of the full amount of the

wage during the period of violation because it found that the
employees_failure to inform employees of the FLSA tipping provisions'
was in bad faith. Richards v. Marriott Corp., 549F. 2nd 303 (4th Cir.
1977).

Equal Pay

The Equal Pay Act of 1963 amended the FLSA to prohibit unequal pay for
women and men who work in the same establishment and whose jobs require
equal skill, effort, and responsibility. Pay differences based on a seniority or
merit system or on a system that measures earnings by qusntity or quality of
production are permitted. Employers may not reduce the wage, rate of any

,employee in order to eliminate illegal wage differences. The law is Interpreted as
applying to 'wages" in the _sense of all employment-related payments, in-
cluding overtime, uniforms, travel, and other fringe benefits.

In addition to covering employees subject to the minimum wage re-
quirements of the FLSA, the law applies to Federal, State and local govern-
ment employees; executive, administrative, and professional employees; and
outside salespeople.;,

number of court cases have establish that jobs need be only substantially
equal, not identical, in order to be compared for purposes of the act; job '
descriptions or classificatigns are irrelevant in showing that work is unequalw
unless they accurately refl&4 actual job content, and mental as well as physical

effort must be considered.

.*
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What To Do

If you ttlink you are not receivis equal pay for era' work, you may file a
complaint with the Equal Employment Opportunity Commission, which en-
forces the Equal Pay Act. Under ordinary circumstances, your identity will not
be revealed during an investigation of an alleged equal pay violation. If a viola-
tion is found, EEOC will negotiate with the employer for a settlement inducting
back pay and appropriate raises ig pay scales tQconect the violation of the law.
EEOC may also initiate court Action to collect back wages under the act.

Under the Equal Pay Act you also have aright to sue privately for back pay,
damages, attorney's fees, and court costs. However, you may not sue the
employer if you have already been paid full back wages under EEOC supervi-
sion or if EEOC has filed a suit in court to collect these wages. You must file
suit within 2 years of an Equal Pay Act violation, except in the case of willful
violations, in 'which case there is a '3-year time limit.

A gigs man4facturing company paid male selector-packers 21 cents
an hour more than female selector-packers, and tried to juitify the dif-
ference on the basis that men performed additional duties such as lifting
and stacking cahons and using' hand trucks. The Court of Appeals ruled
that under the Equal Pay Act "equal" does not mean identical but
substantially equal, and minor differencestn duties do not justify pay dif-
ferences. Shultz v. Wheaton Glass Co., 421 F. 2nd' 259 (3prl Cir. 1970).

Pay Equity

In 1981, the U.S. Supreme Court ruled that the prohibition of sex-based
wagudiscriminaition in title VII of the Civil Rights Act is not limited to claims.
of equal pay for 'equal work. Most women workers ate concentrated in relative-
ly few occupations. Some who work in traditionally female jobs have filed

18



complaints under title VII, charging that such work is undervalued and under-
paid in comparison rith other work generally ,erformed by mendifferent
in content but seen airequire the same or less educational preparation, ex-
perience, skill, and responsibility. For example, nurses have questioned Their
pay compared to that of city sanitarians, and clerical employees have claimed
discriminaiion in comparing their wages to those of physical plant employees.
This is a,dtveloping area of the law, and it is not yet clear what practices courts
will nile amount to sex-based wage discrimination under title VII.

Promotions, Training,- and Working Comiltions_z

Title V of the Civil Rights Act of 1964 (described in the section on "Getting
the Job also protects workers against discrimination on the basis of sex, race,
color, religion, or national origin in most on-pie-job aspects of employfnent.
Employers must recruit, train, and promote-lOrsons in all job classifications
without discrimination. Prom &ion decisions must be made according to- valid
requirements. Training and apprenticeship opportunities must be offered in ac-
cord *ith equal employment opportunily principles. Employers may not
diScrithinate against individuals in any terms or conditions or privileges of
employment.

Similar protections are provided to employees of Federal contractors and
subcontractors under Executive Order -11246, as amended. (See section,n
"Discrimination Based on Sex; Race, Color, Religion, and National Origin.")t
Under the affirmative action order for service and supply contractors,
employers are required to set goals and timetables for promoting women and
minorities.

On-the-job protection for handicapped workers is provided under sections
501, in the case of Federal employment, and 503 and 504 of the Rehabilitation,
Acrois1973 (see page 12 ). The Age Discrimination in Employment Act (see
page 10 ) protects workers from on-the-job disCrimination based on age.

r.

. What To Do

If you think you have been treated unfairly on the and the basis for the
action was your sex, race, color, religion, national origin, handicap; or age, yqu
may contact the agency that enforces the law for more information about the
protections provided and the enforcement process. You can find out how to file
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\a complaint and what your legal rights are. The laws prohibit employers from
discharging or otherwise diKrimineating against individuals who file complaints
or participate in an enforcement process. ,

Maternity LeavelPregnancy Discrimination
, 4

Title VI1 of the Civil Rights Act of 1964 as aniende* 1978 specifically pro-
hibits discrimination because of pregnancy. Employers cannot refuse to employ
a womah because of pregnancy or terminate her, force he to go on leave at an
arbitrary point during pregnancy, or penalize her because of pregnancy in
reinstatement rightsincluding credit for previous 'service, accrued retirement

I benefits, and accumulated seniority.
The law does not require an employer to provide a specific number of weeks

for maternity leave, or to treat pregnant employees in any manner different
from other employees with respect to hiring or promotions, or to establish new..
medical, leave, or other benefit programs where none currently exist.
. The laiv requires that women affected by pregnancy, childbirth or related
medical conditions be treated the same for all employment-related purposes, in-
cluding receipt of benefits under fringe benefit.programs,..as rsonenot so af-
fected but similar in their agility or inability to work. The ame ent does not
require employers to pay for health insurance benefits for abo ions, except
where the life of the mother would be endangered or where medical complica-
tion's have arisen from an abortion. On the other hand, it does not preclude
employers from providing abortion benefits or othetwise affect bargaining

'' 'agreements in regard to abortion. Employers may not fire or refuse to hire a
woman simply because she has exercised her right to haveo abortion.

Pregnant workers in a nuinIkr of StateS are entitled to benefits under
statewide temporary disability insurance laws, special sections df fair employ-
ment or labor codes, and regulations or court decisions interpreting statutory
bans on sex discrimination in employment. You can check with the depart.
of labor or human or civil rights agencies listed in Appendix B for informat
about your rights to fringe benefits um* State laws.

What To Do

If you think you are being treated unfdirly because your temporary inability
to work is due to pregnancy, you should contact the Equal Employment Op-

20
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I
Vora' Satty was required to take leave of abseace because of her

pregnancy. When she'retUrned. to work she was given. a temporary posi-
4lion, and was denied her accumulated seniority, with the refs* that she

was unable to competesuccegfuilyfor a permanent position 'In the.corn-
pany. Under company policy seniority was retained during leaves of
absence for . disease or disability other than pregnancy, The Supreme

heldheld thgthe company policy violated title VII of the Civil Rights
Act of 1%4 because it imhased a buifden on women. that was not imposed

ion men. Nashville Gas Co. v. Satty, 434 U47,1.36:0977).
.

Sexual.Harasetheet

4

Sow!' harassment is an unlawful eniployment practice under title VII of the
Civil *ights Act of 1964, as amended. The EEOC "Guidelines on Discrimina-
tion Because of Sex" provide that unwelcdme sexual advances, requests for
sexual favors, and other verbal or physical conduct of a sexual nature con-
stitute sexual, harassment when

Submission to such conduct is made. either explicitly of implicitly a term or
condition-of an individual's, employment

Submissioft to or (ejection of stich conduct by an individual is used as the
basis for empleyment- decision.% affecting that person
.1 Such conduct has the ptirpose. or effectof unreasonably interfering With an,
individual's work performance or creating an intimidating, hostile, or offensive d,

working envirotunent.
Under the Guidelines, an employer, employment agency, joint' appren-

ticeship committee, or labOr organization is responsible,,tor the acts of its.agents,
and supervisory employees:regardless of whether the specific acts ccomplained
of were forbidden and regard* of whether the employer knew of their ocetr-
rence. Aft cmPloyer is,also, responsible :far 'sexual "InFaSItnent by co-Workers
where the employer knew pr'should have known\of the conduct, unless

t mediat'i and apPropriatecoiTeetiy. action was4itkeni. An emPloyer maY also be
responsible for sexual harassment by client.s or customers;
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V ,. What To Do

If you are being sexually harassed, you Can contact the Equal Employment
Opportuniiy Commission for information and: assistance in filing a sex
disccimihation complaint under title VII. In sexual harassment cases it is par- .

ticularly impoftant to keep a record of incidents of harassment es described in
the section on "How Women Can Assert Their Job Rights." ._ '

A victim of sexual harassment can WO file a suit under`tate lawswhich pro-
tect Against assault; battery, intentional inflictiontdf emotional distress, or in- ,,

tentconal interference with an emi)loyment contract. g

' If the sexual harassment subjects the person being harassed to sexual contact,
it could be a violation of criminal law against sexual assault. In addition,
women in one case were able to seek redress under the National Labor-Rela-
tions Act. (See example: NLRB' v. Downslope Industries, Inc: and Geenbriar s ',,,

Industries, Inc.) . ,

For more inforMation, contact the Equal Employment Opportunity Com-
., .,.

mission (see Appendix A for address) or the Women's Bureau, U.S. Depait- , .4

ment of Labor, Washington, D.C., 20/10, for a list.of resources,
,,,

-...s>

o

I

Kyriaki Cleo Kyriazi claimed -that, dtree men working in the same
`department with her teased and tormented her by making loird remarks
concerning her marital status, trumpeting their speculations and Making
wagers concerning her virginity; deliberately'blocking her path, placing '

an obscene cartoon of her on her desk *prating her with contempt
and ridicule and attempting to denigrate her as -a professional: The U.S.
District Court found that her supervisors were well aware of the ha* ,

ment to which Kyriazi wins subjected but chase to dismard her com-
plaints and totally failed to take any action against the meitoWho harassed
her It Weld that Kyriaki had alleged and proved a *torn of conduct on
tile part of her'co-workers and supervisor! which amounted to a tortious

22

?,1



interference with her employment contract. Kyriazi v. estern Electric
Co., 476 F. Supp. 335 (D.1s4.1. 1979).

A group ,of seamstresses refused to start work until the "consulting"
plant.manager had listened to their protest against sexual harassment by
their plant manager. After asking those who did not want to work for the
plant manager to raise their hands, the "consulting" plant manager told`
the eight who did so to work for the plant manager or _"hit the clock."
After returning to the plant to ask for their jobs or their discharge slips,
they were given their termination notices. The U.S. Court of Appeals
held that freedom from sexual harassment is a working condition which
employees may organize to protect under the National Labor Relations
Act. It upheld the finding of the National Labor Relations Board that the
employer's discharge of the employees violated the act's prohibition on
employers from interfering with, restraining, or coercing employees in the
exercise of their rights under the Act. NLRB v. Downslope industries,
Inc. and Greenbriar Industries, Inc.,"110 LRRM 1022 (1982).

Garnishment

Garnishment is a procedure through which a creditor (such as a department
store, finance company or recipient of court-ordered child support or alimony
payments) can collect money owed; and the creditor can reach property of the
.debtor which is held by a third party (such as a bank or an employer). The most
common form of garnishment is wage garnishment, where a creditor can go to
court to get an order to have a portion of the debtor's wages paid directly to the
creditor. Debtors are protected in garnishment proceedings by title III of the
Consumer Credit Protectiop Act, which is enforced by the Wage and Hour
Division 9f the U.S. Department of Labor. The law' limits the amount of
disposable income which may be taken in a garnishment proceeding, and pro-
tects workers from being fired because of garnishment for any one in-.
debtedness.

Many States have garnishment laws with provisions which offer greater pro-
tection than the Federal law does. For information about State laws, contact
the State department of labor or consumer protection agency. For information
abOut the Federal law, contact the Wage and Hour Division of the U.S.
Department of Laboj. (See Appendix A for addresses.)

Unemployment Insurance

Unemployment insurance is a weekly benefit paid for a limited time to eligi-
ble workers when they are involuntarily unemployed. The purpose of the pay-
ment is to tide unemployed workers over until they find jobs for which they are
reasonably suited in terms of training, pastAxperience, and past wages. Benefits
are paid in cash as a matter of right, and are not based on need. Unemployment
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insurance is a Federal-State system under which the Federal law establishes cer-

tain minimum requirements, but each State administers its own program. State
law determines who is eligible, how much money each person receives, and how

long benefits will be paid. To be. eligible, p person must be unemployed, able to

work, and available for and seeking work.
In most States benefits are paid out of a fund collected from a special tax on

employer payrolls. The amount of each employer's tax varies according to the

amount of unemployment benefits paid to former 'employees. The Federal

Government provides fund; for" payment's to its laid-off civilians and for per-

sons discharged from the Arnied Forces.
Most all workers are covered by unemployment insurance. While each

State specifies tht amount of weekly, and total payments and the manner in

which they are calculated, the usual result is,that the jobless worker receives

about 50 percent of the average weekly wage formerly received. Most States

limit payment to a maximum duration of 26 weeks, although some continue as

long as 28 to 39 weeks. A special program roirides that ,during times of high

unemployment in the State, individuals who have exhausted their benefits
under State law may continue to receive payments for up to 13 additional

weeks. Unemployment payments may be taxable if an individual's adjusted

gross income reaches a certain level, depending on State and Federal income tax

reporting requirements.
Each State has its own rules about who is not qualified to receive benefits.

Voluntary quits without good cause and being fired for Misconduct ajle the two

major reasons for disqualification. Another is refusal to accept a suitable job

without good cause. The individual who is refused benefits is given a report in-

dicating why benefits will not be paid and how long the disqualification will

last. Penalties can range from postponement to denial of benefits for the dura-

tion'of the current period of unemployment. States cannot deny benefits solely

onthe basis of pregnancy or recency of pregnancy, but pregnant individuals do'

have to meet the generally applicable requirements of seeking work and being

available for and able to work. Persons who leave their jobs because of sexual

harassment may be able to show they quit for good cause. Successful actions

have been brought in a number of States in which women were held eligible for

unemployment benefits after leaving a job because of sexual harassment.

Manihotates have provisions which disqualify workers who quit for reasons

not attributable to the work or the employer. A number of other States dis-

qualify workers for leaving the job for family reasons, such as getting married,

moving with a spouse, or child care problems. Some States, however, will pay

benefits to persons who quit their jobs for compellin personal reasons,
tomake decisions about benefit payments on a case-by basis according to the

individual circumstances.
The requirement that a worker be available for employment in order to be

eligible for unemployment compensation benefits presents problems for part-
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time workers in most States. This is because "available for employment" is in-
terpreted to mean available for full-time employment. In most cases the re-
quirement for full-time availability is the result of administrative interpretation,
rather than provisions in the legislation. In a few States, unemployed persons
who can work part-time only 'will be considered "available" (and eligible for
unemployment compensation) if they have been working in an occupationgin
which there is substantial demand for workers.

For information about unemployment benefits and eligibility requirements
in your State, contact the employment security office that serves your area. Ad-
dresses are included ip the telephone directory under State government listings.

,Mary Ann Turner lost her job for reasons unrelated to her pregnancy.
She applied for and received unemployment benefits until 12 weeks prior
to her expected delivery date. Under Utah law, women were ineligible for -
unemployment benefits 12 weeks prior to and 6 weeks after childbirth,
although the State otherwise grants unemployment benefits to persons
unemployed and available for work. During the 12 weeksVrior to de-
livery, Mary,Ann worked in temporary clerical jobs, thus showing that

.she was available for and capable of working. The Supreme Court over-
turned the Utah statute, holding that the conclusive presumption of in-
capacity due to pregnancy was an unconstitutional violation of due proc-
ess under the 14th amendment. Turner v. Department of Employinent
Security of Utah, et al, 423 U.S. 44 (1977).

Compensation for Injuries

Workers who, are injured on the job or who contract an occupational disease
may receive compensation under State worker conipensation laws. These laws
provide for prompt paymerit of benefits to injured workers with a minimum of
red tape and without the necessity of fixing the blame for the injury. In most
States employers are required by law to cover their employees with workers'
compenSation protection, and heavy penalties are assessed for failureto com-
ply with the law.

Since each State has its own lat and operates its own system, the employees
covered, the amount of compensation, duration of benefits, and procedures for
making and settling claims vary widely. There are time limits within which
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notice of injury must be given to the employer, and failure to notify within the
specified time will bar a claim. Benefits can include medical payments for the
period of disability or for-permanent disability, rehabilitation services, death
benefits to a worker's family, and burial expenses. Some States have awarded
workers' compensation for disability caused by work-related stress, including
stress related to alleged sexual discriftlination. Compensation payments are
generally financed through private insurance companies, State compensation
funds, or self-insurance by employers. For more information about workers,
compensation, benefits and procedures, write to the State department of labor
or industrial commission.

Federal workers and certain other workers are covered by Federal Workers'
compensation laws. The Office of Workers' Compensation Programs in the
U.S. Department of Labor administers the Federal Employees Compensation
Act, the Mine Safety and Health Act, and the Longshoremen's and Harbor
Workers Compehsation Act. For information about these programs, contact
the Office of Workers' Compensation Programs, U.S. Department of Labor,
Washington, D.C. 20210.

es) Occupational Safety and Health

The Occupational Safety and Health Act of 1970 is designed to ensure safe
and healthful working conditions throughout the Nation. It covers every
employer in a business affecting commerce, except where the workplace is
covered under a special Federal law such as those for the mining and atomic
energy industries. Federal employees are covered by an Executive order, and
State and local government employees may be covered by the State, operating
under a plan approved by the Federal Government. The law encouragesStates
to operate occupational safety and health programs by providing grants for
those whose plans demonstrate that the prograni can be "at least as effective
as" the Federal program.

Under the general duty clause of the law, each employer must provide a
workplace free from recognized hazards that are causing or are likely -tp cause
death or serious physical harm. The Occupational Safety and Health Admin.-1
istration (OSHA) of ale U.S. Department of Labor establishes standard4which
require conditions or the use of practices or methods necessary to protect
workers on the job. OSHA has issued standards on the following substances:
acrylonitrile, inorganic arsenic,.asbestos, benzene, 14 carcinogens, coke oven
emissions, cotton dust, Dibromochloropropane (DBCP), lead, and vinyl chlor-
ide. It is, the'employer's responsibility to become familiar and comply with the
standards, to put them into effect, and to assure that employees have and use
personal protective equipment required for safety and health.

Employees have a right:
a tp request that OSHA conduct an inspection if they believe hazardous condi-
tions or violations 'of standards exist in their workplace
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to file a written request for an immediate inspection whenever they fear that
an imminent danger is present in the workplace. If OSHA decides atcinspection
is unnecessary, they must notify the employee in writing

to refuse in good faith to expose themselves to a hazardous condition if there
is no reasonable alternative. The condition must be of such a nature that, to a
reasonable person, there is a real danger of death or serious injury and there is
not enough time to do away with the danger through the complaint process

to have an atithorized employee representative accompany the OSHA
representative during an inspection tour

to respond to questions from an OSHA inspector
to review' employer information about job-related accidents and injuries at

the workplace
to participate in establishing standards
to be advised by their employer of hazards, prohibited by the law, that exist

at the workplace and of possible exposure to toxic or dangerous materials ,
to be notified of any citations issued against their employer
Some of the potential health hazards of jobs in which large numbers of

women are employed are: organic solvents found in stencil machines, correc-
tion fluids, and rubber cemeRt, and ozone from copying machines (clerical
workers); cotton dust, skin irritacits, and chemicals (textile and apparel
workers); hair, nail, and skin beauty preparations (hairdressers and beauti-
cians); heat, heavy lifting, and chemicals (launderers and dry cleaners); solvents
and acids (electronics workers);_ infectious diseases, heavy lifting, radiation,
skin disorders, and anesthetic gases (hospital and other health care workers);
and biological agents, flammable, explosiVe, toxicx or carcinogenic substances,
exposure to radiation, and bites and allergies from reeeiFch animals (laboratory
workers). \

Several cities and States have enacted laws requIlring employers to inform
their employees about toxic .substances they are exposed to at the workplace.
The National Labor Relations Board has also ruled that unions who request
thenm must be given the names of chemicals and other substances the workers
they-represent are exposed to in the workplace.

Reports to OSHA from workers indicate that a. number of major corpoT,
tions ire adopting or expanding policies that exclude women of childbearing
'age and pregnant women from jobs involving potential exposure to certain tox-
ic substances because of possible fetal damage. Such policies may be a violation,
of the general duty clause of the Occupational Safety and Health Act. They
may also violate title VII of the Civil Rights Act of 1964.
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What To Do

If you believe unsafe or unhealthful conditions exist in your workplace, you

or your representative can file a complaim requesting an inspection. If there is a
poster about the State or OSHA safety law Ett your workplace, your complaiht
should be filed with the indicated agency. If there is no poster, the complaint
should be filed with OSHA (see Appendix A for address). OSHA will withhold

names of complainants upon request. If you have been discharged or otherwise
discriminated against in any way for exercising your rights under this law, you

may file a discrimination complaint with OSHA within 30 days of the
discriminatory action.

If you *Lire concert41 about the health effects of exposure to a given
substance or working conditions, a request may be made to the National In-
stitute for Occupational Safety and Health (NIOSH) to conduct a health
hazard evaluation at your workplace.

*request for a health hazard evaluation Should be addressed to NIOSH,
Hizard Evaluation SerAces Branch, U.S. Department of Health and Human
Services, Cincinnati, Ohio 45202. A sample of the form "Request for Health

. Hazard Evaluation" can be found in Appendix C along with information
about who may file the forms.

Termination

There is no general law which prohibits private employers from discharging
employees tvithout good cause. Employers have historically had the right to fire,
employees at will, unless there was a written contract which protected against it.
This broad right to discharge employees at will has been limited by anumber of
Federal laws which prohibit iliscrirnination based' on sex, ract, color, religion,
national origin, age, physical or mental handicap, union or other protected
concerted activities; wage garnishment, and filing complaints or assisting in
procedures related fo enforcing theie laws.

In addition, some States and municipalities have passed laws which prohibit
discharge for serving on jury duty, filing workers' compensation claims, refus-
ing to take lie detector tests, or for discrimination based on marital status or
sexual orientation.' Collective bargaining agreements between employers and
unions, and employee complaint procedures, also impose limitations on the

solute right of an employer4o fire workers.
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Some employees have challenged their discharges in courts, and in a few
cases have succeeded in placing additional limitations on employers' right to
discharge. Courts hi some States have, ruled in favor of discharged
employeeswhen the discharge was contrary to public policy, such as refusal
to commit perjury or to approve market testing of a possibly harmful drug; .
when it was not based on good faith and fair dealing, such as discharge for
refusaPto date a supervisor, or to avoid paying a large commis on; or when
there was an implied promise of continued employment. An imp led promise of
continued employment might be demonstrated by the personnel policies or
practices of an employer, an employee's length of service, the nature of the job,
'actions or communications by the employer, and industry practices.

Union Participation and Other Protected Activities

The National Labor Relations Act, as ended by the Labor-Management
Relations Act, provides employees the right to -fWrm, join, or assist labor
unions; to bargain collectively through representatives of their own choosing on
wages, hour& and other terns of employment; and to engage. in other con-
certed activities for the purpose of collective bargaining or other mutual aid or
protection, such as striking to secure better working conditions. Employees are
also guaranteed the right to refrain from membership, or participation in a
union, except where such membership is a requirement of employment. Laws
in some States do not permit-union menibership to be a requirement of employ-
ment. Such laws are referred to as right-to-work laws. In the States where a
union membership requirement is permitted, an employee usually has a grace
period of not less than 30 days after being hired to become a member.

Certain labor practices by employers are labeled "unfair" and are prohibited
by the NLRA. These include interference with or restraint or coercion of
employees in the exercise of the rights described above; domination of or in-
terference with the formation or administration of a labor organization, or the
contribution of financial or other support to it; discrimination in hiring, tenure,
or terms or conditions of employment in order to encourage or discourage
membership in a labor organization; discharging or discriminating against an
employee for filing charges or giving testimony under the act; and refusing to
bargain collectively.

The law also defines unfair labor practices prohibited to unions. Unfair prac-
tices against workers include restraining them or coercing the!, in the exercise
of their rights and requiring them to pay membership or initiation fees that are
excessive or that discriminate bethmen members. It is also an unfair practice for
a union 'to cause an employer to discriminate against a worker. Maintaining
separate loCals for male and female employees is attexamplepf-the unfair prac-
tice of restraining and coercing employees in the exercise of their right to be
represented by a representative of their choosing.
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Some types of workers are exempt from the law. These include agricultural
laborers, private household workers, independent contractors, supervisors,
persons subject to the Railway Labor Act, public employees, and some hospital
workers. For further information write the nearest office of the National Labor
Relations Board. A local post office can supply the address.

The Labor-Management Reporting and Disclosure Act (LM1tDA) provides
1br the reporting and public disclosure of certain financial transactions and ad-
miniStrative practices of unions, union officers and employees, employers,
labor relations consultants, and surety companies. It lays down a set of ground
rules governing the use of union trusteeships and establishes democratic stan-
dards for union officer elections. It also establishes safeguards for the pjptec-
tion of union funds and property.

The LMRDA includes a Bill of Rights of members of labor organi tions
which protecth their freedom of speech and assembly and their equal hts to
nominate candidates for union office, vote in union'elections and refere ums,
an4 attend and participate in membership meetings. It guarantees certain .ghts
to union members facing discipline by labor organizations and establishes pro-
cedures which a labor organization, must follow in increasing dues and initia-
tion fees and imposing assessments. The LMRDA Bill of Rights establishes the
right of an employee td review or in some eases to obtain, a copy of each col-
lective bargaining agreement directly affecting his or her rights as an employee.

The Department of Labor is responsible for enforcing some provisions of the
LMRDA. Other provisions, -however, are enforceable only through private suit
by union members. For more information contact the bor-Management
Services Administration, U.S. Department of Labor, Washin ton, D.C. 20210.
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Cheryl A. McNeely was discharged, at least `part, for discussing her
salary with another clerical employee, For a number of years the
employer had maintained an unwritten rule prohibiting employees from
discussing wage rates with other employees. The National .Labor Rela-
tions Board upheld a finding that the rule violated emplOyees' rights to
engage in concerted activities for mutualvid or protection. Jeannette
Corporation, 217 NLRB 122 (1975). ,c

Locals 106 and 245 of the Glass Bottle Blowers Association maintained
locals whose memberships were determined solely by sex; providing male
and female emploftes equal but separate treatment. The National Labor
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Relations Board found that the locals thereby restrained and coerced
employees in the exercise of their right to be represented by a represen-
tative of their own choosingg, in violation of the National Labor Relations.
Act.. Local. No. 106, Glass Bottle Blowers Association, AFL-CIO
(Owens-Illinois, Inc.) and ;Local No. 245, Glass Bottle Blowers Associa-
tion, AFL-CIO (Owens-Illinois, Inc.), 210 NLRB 131 (1974).

Employee Access to Personnel Files

There is no Federal law which requirei employers to alloWemployees to ex-
amine their own personnel files. However, in 1982, at least nine States had laws '
which required some or all employers to allow employees such access. General-
ly these laws do not cover items such as letters of reference or records relating
to an investigation for a criminal offense.

Employees of the Federal civil service do hrive the right to inspect their per-
tsonnel files. In addition, collective bargaining agreements between unions and
employers may also provide for employee access, as may the personnel policies
of individual employers.

Y..;41.::_

Child and Dependent Care Tax Credit

A tax credit for actual expenses incurred for child or dependent care is
available to an employed person if the expenditures enable that person to be
gainfully employed. The credit is computed at 30 percent for taxpayers with in-
comes of $10,000 or less, with the rate of the credit reduced one percentage
point for each additional $2,000 of income above $10,000. When incomes are
over $28,4)0, the credit is computed at 20 percent. The limits on expenses for
which the credit may be taken are $2,400 for one dependent and $4,800 f6r two
or more dependents. The chart below shows the amount of credit that may be
taken at various income levels.

The expenses may! be for services provided in the taxpayer's home, or for
out-of-home care for/dependents under age 15, or for adult dependents who are
disabled and who livie with the taxpayer. This means that day care expenses for
dependent adults are included, but expenses for residential care in a nursing
home or similar facility for dependent adults are not. Credit is available to all
eligible taxpayers, regardless of the gross income of the family, whether or not'
they itemize deductions, or which tax form they file, It is available to married
couples if either or both spouses work full and /or part time, to single working
parents, and to full-time Students with working spouses. To claim the credit,
married couples must file a joint return. In the case of part-time workers, the
amount of qualified expenses (those on which the 20 to 30 percent credit is
figured) is limited to the earnings of the spouse with the lower income.. For ex-
ample, if one spouse earned less than $2,000 and the couple had two children,
and the child care expenses exceeded $4,800, the amount of expenses allowable



Family Income
Before Taxes

Up to $10,000

$10,001 to 12,000

12,001 to 14,000

14,001 to 16,000

16,001 to 189000

18,001 to 20,000

20,001 to 2,000

22,001 to 24,000

24,001 to 26,000

26,001p 28,000

28,001 and over

Percentage Maximum$ Amount of Credit
Tax Credit

30

29

28

27

26

25

24

23

22 \

Dependent

$720

696

672

648

624

608

576

5

528

504

480

for computing the credit
spouse's income. The
taxpayers.

The credit is. also avail
of a child under age 15
other spouse may be
dependent child. A d
is absent for theas

-Payments to relit
living in the same
the taxpayer's d
taxes. However,
payer under age

The credit is
amount of qu
$4,800) is
dependents at an

2 Or More Dependents

$1,440

1,392

1,344

1,296

1,248

),200
1,152

1,104

1,056

1,008

960

be $2,000, the amount of the low-earning
cane limit is equally applicable to unmarried

bye to a divorced or separated parent who has custody
or more than half the calendar yeareven though the

titled to claim the personal income tax exemption for a
ed spouse may claim the credit if the deserting spouse

6 months of the taxable year.
ves, such as grandparents or adult children including those

ousehold, qualify for the credit, provided the relative is not
,clent and the relative's wages are subject to social security

ortredit is allowable for payments made to a child of the tax-

an annual basis. For
nses_
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Social Security

The Social Security Act provides for monthly retirement and disability
benefits to workers and auxiliary or survivor benefits to families of workers
covered by thin system. Many persons covered by the act are also entitled to
medicare benefits.

Workers In approximately 9 out of 10 jobs are covered by social security,
including household employees and the self-employed. (Although most
Federal workers pay taxes for- hospktakinsurance under the medicare pro-
gram, they are covered by a separate retirement system. As of January 1,

1984, new Federal employees also are covered by iocial security.)
Social security is financed primarily ihrough-a Payroll tax deducted from

employees' earnings by employers, who match the pontribution's, and
through social security taxes paid by the self-employed. in 1983, the payroll ,

tax rate for employers and employees was 6.7 percent; in 1984, it' will in-
crease to 7 percent each. In 1984 only, -a credit equal to 0,3 percent of coy-
ered earnings will effectively maintain the 6.7 percent rate for emphiltes
(but not for -employers). The rate for self-elnployed persons was 9.35 per-
cent in 1983 and in 1984 will go to the combined employee-employer rate of
14 percent (14.10 percent in 1985). Foc.1984 through 1989, credits against
self-employment tax liability will reduce the effective tax rate self-employed
people will pay. After 1989, the credits will be replaced with special provisions
designed to treat' the self-employed in much the same manner as employees,
and employers are treated for social security and income tax purposes. The
maximutn amount of earnings taxed for social security purposes, called

the earnings base," increases from $35,700 in 1983 to $37,800 in 1984. It
rises automatically in future years as earnings levels rise. Self-employed
Workers pay social security contributions based on their net earningsat the
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same time they pay their Federal income txes. The contributio,ns are paid
to the Internal Revenue Service, and pla0d in trust funds from which
-benefits are paid to those eligible. The contributions are not refundable.

A person who has 40 "quarters of coverage" (credit for 10 years of cov-
ered employment) is fully insured, which qualifies her or him for all benefits
except disability. (Workers who reach age 6 before 1991 are fully insured
with fewer quarters of coverage.) To receive credit for one quarter of cov-
erage for social security benefits, a worker must earn a specified amount
each year. In 1983, the amount was $370, estimated to rise to-$390 in 1984.
This amount may increase each year based on \increases in average wages. A
worker may earn a maximum of four quarter$ of coverage each year, usti-
ally.without regard to wh& the income was earned. For example, a person
could earn $2,000 in 1 month, not work for. the rest of the year, and receive
credit for 4 quarters of coverage.
Disabled Workers. Workers under age 6 whpi are mentally or physically
disabled and Whose disability is expected to prevent them from working in
any kind of substantial gainful activity fo at least 12 months, or to result in
death, may be eligible for monthly soci security benefits. To be insured
for disability benefits,a worker must be ful insured and must hive earned
at least 5 years of work credit in the 10 year immediately before becoming
disabled. (There are less strict requirements if worker becomes disabled
before age 31.) The amount of disability payment is generally computed the
same as the retirement- benefit at age 65. Benefit generally are payable after
a waiting period of five full calendar months afte the disability starts. Early
application is advisable because the procedure fo determining eligibility is a
lengthy one, and back payments to those who de ay in applying are limited
to 12 months.
Auxiliary and Survivor Befits. The spouse of a r tired or disabled worker
is entitled at age 65 to a benefit equal to 50 perce t of the amount of the
covered spouse's full benefit. (Actuarially reduce benefits are available
beginning at age 62.) Other family members may also be entitled to a benefit
equal to 50 percent of the covered worker's full benefit; these include
children under age 18 and spouses, regardless of age, who are caring for
children under age 16 who are receiving a benefit. However, there is a max-
imum amount t at will be paid to each family. A divorced person- can get
benefits on a f er spouse's earnings record when that spouse retires,
becomes disable Air dies, if the marriage lasted at least 10 years. Effective
Ja uary 3985, a iVOrcee can get spouse benefits at age 62 if her ex- husband

eligible for b nefi =whether or not he is actually receiving themand
hey have bee : dir ed for at least 2 years. Persons who are entitled to

social securi benefits on their own records, as well as benefits as an aux-
iliary or su. Ivor, receive an amount equal to the higher benefit.

Dependent childien 'V. an insured parent who retires, is disabled, or dies
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age 18 or Over who become disabled before age 22 and

ude: any unmarried children under age 18; unmarried children between
18 and 19 who are full-time elementary or secondary school students; and

inn arried child

.

continue to be disabled. (Certain children who have been full-time post-
secbndary school students continuously §ince May 1982 are eligible to
receive benefits until age 22 through a phaseout provision under which their
benefits are reduced 25 percent each year after 1981.) Children can get bene-
fits even if the other parent is still working.

A, surviving spouse of a worker who was fully insured (including a divorced
surviving spouse whose marriage to the worker lasted at least 10 years) may
be entitled to benefits on the deceased worker's record. If the surviving
spouse starts receiving benefits at ,age 65, the benefit generally is equal to
100 percent of the deceased spouse's full benefit amount. However, if the
deceased spouse had retired before age 65 and received reduced benefits, the
survivor's amount is limited to the amount that the deceased spouse would

s;
receive if still living, but not less than 821/2 percent of the full amount. The

\ benefit for the surviving spouse also includes any credit the deceased worier
\ earned for continuing to work beyond age 65 without drawing benefitS.,S'ur-

\viving spouses can elect to start drawing benefits as early as age 60, but if
'they do, such benefits are reduced, up to a maximum of 281/2 percent,
depending on how many mohths remain before their 65th birthday.

A disabled surviving spouse can start drawing benefits's early as age 50,
provided the disability that prevents substantial gainful activity began no
later than 7 years after the covered spouse died or after the end of en 'de-
ment tckynefits as a surviving spouse caring for children under age 1 . In

sich a case, the benefit is reduced for each month tie widow Is under age
60, so that if benefits are elected at age 50, they equal 50 percent of the
deceased spouse's full benefit amount. Effective Janury 1984, benefits or
disabled surviving spouses under age 60 increased to ki11.5 percent of he
deceased worker's full benefit amount. 1

In most cases, remarriage terminates the eligibility of a person under alif

60',,for benefits as a surviving spouse or a surviving divorced spouse. R
marriage after age 60 -dOes not affect eligibility of a surviving spouse. Start
ing January 1984, benefits also can continue to -a surviving divorced spou
who remarries after age 60, or to a disabled surviving divorced spouse wh
remarries after age 50. Surviiing children and surviving spouses who ar

111 caring for children under age 16 can get benefit's equal to 75 percent of th

..Y

deceased worker's full benefit subject to the famil y maximummaximum.
I Retired and disabled workers who first become eligible after 1985 for both

a social. ,security benefit and a pension based in whole 'or in part on work not
covered by social security will have their, social security benefits figiired \
under a different formula. This will result in a lower social security benefit '

to take account of their years qf'work outside of covered employment:

or*
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Social security ben. efitts to which
viving spouse may be reduced by th
pension payable to the survivor fro
ment which was not covered by so
the following requirethents may n
which took effect on December 1, 1

public pension before December 198
for the social security spouse's bene
in January 1977. This provision exem
under challenge in the courts, so p
social securit office for more inform
the above criteria may be exempt fro
quirements are met: (1) they receive
State, or local government pension b
receiving at least one-half support fro
become eligible to receive their Federa
after June 1983, only two-thirds of
courted under this offset provision.

Now To Get Benefits. In order to rec we social security benefits you must
apply for them. The amount of the i ionthly benefit is determined at the
time you apply at the local social security office. The amount is based on
your average earnings over a period of years. Currently, you can receive full
retirement benefits at age 65 and reduced benefits as early as age 62. 'But if
you retire between age 62 and age 65, there isla permanent reduction up to a
maximum of 20 aercent in the amount of your benefits, based on the
number of months you get retirement checks before you reach age 65. If
you choose to work past age 65, you get a credit which is added to the
amount of your 'monthly benefit payment.

If you continue to work after you start to receive social security benefits,
$1 in benefits will, be withheld for each $2 earned above a certain amount,.
depending on your age, until you reach age 70. In. 1984, the estimated
amount for persons age 65 and over is $6,960 (up from $6,600 in 1983) and
for persons under age 65, $5,160 (up from $4,920 in 1983). Estimates for
1984 are based on preliminary data but are not expected to chabge.

a person is entitled as a spouse or sur-
amount of any Federal, State, or local

i her or his own work in public employ-
ial security. Persons who meet both of
t be affected by this offset provisimi
77: (1) they became eligible for such a
, and (2) they would have been eligible
t under the law as it was administered
ting certain persons from the offset is
sons affected should check with the
tion. Even persons who do not meet
the offset if both of the following re-
r are eligible to receive their Federal,
fore July I, 1983, and (2) they were

their spouse. For persons who first
, State, or local government pensions
he amount of that pension will be

Medicare. Medicare is another social security benefit. It is health insurance
for people age 65 and over who are eligible for social security or railroad
retirement benefits and for people at any age who have been eligible for 24
months or more to receive disability benefits under those programs. After
1982, Federal Government employees and certain of their family members
may become eligible for medicare hospital insurance based on the worker's
Federal employment. It is not necessary to retire at age` 65 to have medicare
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protection. Medicare consists of hospital insurance and medical insurance,
which includes payments for physicians, home health care, and other serv-
ices and supplies~

Current information aboit medicare coverage, premiums, and deduct-
ibles, as well as potential retirement benefits is available from local social
security offices, listed in the telephone directory under "Social SecuritA
Administration."

Pensions
Many workers are covered by private pension plans which supplement their

social security benefits in retirement: Although some plans are personal, the
majority are sponsored by employers or unions, or jointly by employers and
unions. EmployerAponsored plans may be financed either entirely by the
employer, or by employers with employee contributions. -

pension plans generally have either defmed benefits or defined contribu-
tions. In defined benefit plans the amount of the benefit is fixed, but not the
amount of contribution. These plans usually gear benefits to years of service
and earnings or a stated dollar amount. About 60 percent of all pension plan
participants are covered by defined benefit plans. In defined contribution
plans, the amount of contributions is fixed, but the amount of benefit is not.
These plans usually involve profit sharing, stock bonus or money purchase ar-
rangements where the employer contributes an agreed percentage of profits or
wages to the worker's individual account. The eventual benefit is determined by
the amount of total contributions and investment earnings in the years during
which the employee is covered.

The Employee Retirement Income Security Act of 174 protects the interest
of workers and their beneficiaries NOO depend on benefits Worn employee pen-
sion and welfare plans. The law 4quires disclosure of plan provisions and
financial information; establishes standards of conduct for tn3stees and ad:
ministrators of welfare and pension plans; and sets up funding, participation,
and vesting requirements for pension plans and an insurance system for certain
defined benefit plans that terminate without enough money to pay benefits.
The law prohibits discharging a worker in order to avoid paying a pension
benefit. As a result of changes made by the F3conomic Recovery Tax Act of
198,1, it also provides that any employed person may put aside a certain amount
of income each year in a tax:free individual retirement account. ERIS does
not require that employers establish pension plavi, nor does it set benefit levels.

The Department of Caber and the Internal Revenue Service share the
responsibility for administration of the law. The pension plan termination in-
surance program is a0ministered by the PenSion Benefit Guaranty Corpora-
tion.

4'1

Participatfon:With some exceptions, a pension plan that bases eligibility for
participation on age and service cannot deny or postpone participation on those
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grounds beyond the time the employee reaches age 25 and completes 1 year of
service, or age 25 and 3 years of service if the plan provides full and immediate
vesting. One year of service is defined as a 14-month period during which the
employee has at least 1,000 hours of service, 'although there are exceptions for
some industries. Employees cannot be denied participation in a defined con-
tribution plan because they began employment late in life, but can be excluded
from a defined benefit plan if they are within 5 years of the plan's normal
retirement age.
Vesting. Accumulated benefits are "vested",nhen employees have nonforfeit-
able right to receive benefits at retirement, eveyi if they should leave the job

. before retiferilerit hi Benefits may be partially or fully vested.
Accumulated benefits from the iernployee's own, contributions, if any, must

be hilly and immediately vested. In order to preserve an employee's right to ac-
umulate benefits contributed by an emeloyer if the employee leaves the job

before retiring, ERISA requirits that benefits be vested at least as fast as oneof
three approved schedules: Under any of the approved schedules, an employee
Must be entitled to at least 50 percent of accumplated benefits after 10 Years of
service, and to 100 percent after 15 years, regafdless of age. Periods of service
may be disregarded for vesting purposes under certain circumstances. ERISA
has limited the circumstances in which interruption. in employment results in
the loss of pension benefits earned before the interruption. Plans cannot
penalize participants for .breaks in service that are shorter than 1 year. The ef-
fect of a break for more than 1 year depends on tfie°,type of plan, the vesting
status of accrued benefits, and the number of years the break lasts, compared
to the number of years of service that had been counted for purposes of vesting
before the beak occurred.

A worker can change jobs after having acquired a vested right to retirement
benefit's and have the benefits transferred from the pension funds of one
employer to. that of another, provided the plans allow for it and certain re-
quirements are met. If a person receives ailump sum payout of vested benefits
becauof leaving, before retirement of because the plan is terminated, current
taxes can be avoided by depositing the funds in an individual retirement ac-
count (IRA). (For more information on IRA's, see the "Personal Plans" sec-
tion.)
Survivor Protection. When a pension plan provides that a participant receives
benefits through an annuity-upon retirement (that is, an income for a specified
period of time or for life), it Must also provide for a joint and survivor annuity,
unless tht participant elects in writing to give it up. A joint and survivor annuity
supports the survivor(s) in the event of death of either the husband or wife. The
amount of the plan participant's annuity may be reduced to make a reasonable
adjustment for providing the survivor annuity, but the amount of the survivor
annuity must be at least one-half of the annuity paid to the participtint while
both were living. /
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If plan participants who are eligible for early retirement continueJo work,
the plan may require them to elect the survivor annuity in wilting in order to
provide this protection while working.

If the participant in a joint and survivor annuity plan dies before reaching the
plan's norm-al retirerhent age (usually 65), ERISA does not require the plan to
provide the surviving spouse with an annuity. To be eligible for a survivor's an-
'fluky, the surviving spouse and the participant must have been married to each
other for at least 1 year, as.of the date of the participant's death and the-annui -

.ty. starting date.
Right to Infikmation. ERISA requires administrators of plans covered by the
law to furnish icipants and beneficiaries summary descriptions of what the
plans provide id how they operate. The summary plan description must be
written in anner to be, understood by theaverage participant and must be
sufficiently ccurate and coMprehensive to reasonably advise the participant of
rights and o ligations.

Participants are entitled to receiVe a summary of the annual financial report
and upon written request (but not more than once in a 12-month period) a
statement indicating total benefits accumulated and the nonforfeitable benefits,
if any, ac-cumuttited, or the earliest date or which the benefits will become non-
forfeitable. -

For more information about rights of pension plan participants under
ERISA and about protection in the event of plan termination, contact the
Labor-Managernent Services Administration of the U.S. Department of Labor
and the Pension Benefit Guaranty Corporation. Addresses are listed in Appen-
dix A.

Personal Plans

. Federal income tax laws encourage individuals to set up personal retirement
Mans by allowing tax advantages for plansestablished according to IRS regula-
tions. Contributions to these plans, ,which are subject to specific legal re-
quirements, may be deducted from income for tax purposes, and the plans and
the income from them will be exempt from taxes until themoney is drawn fro'm
the account. There are two types of personal plansindividual retirement ac-
counts. (IRA's) which any employed person may establish, 'and Keogh, or
HR-10 plans, which are designed for self-employed persons and their
employees.

Individual retirement accounts permit workers to deduct amounts put into
special accounts from taxable income and to a mutate ngs on these
amounts tax free. Taxes are paid when the funds e withdraw , usually after'
retirement, when the individual is likely to be in a tax br elect. There it a
penalty for withdrawing funds before age 591/2. ,

The yearly amount that may be contributed to an I d deducted from
jtaxable income is the lesser of $2,000 or 100 percent of earned income. An

0
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itiployed person may also establish a spousal IRA to benefit a nonworking
/spouse. The spousal IRA may be in the form of one account with two subac-

, /counts or two separate accounts. The yearly limit on a spousal IRA is $2,250,
i which may be divided any way the working spouse indicates, as long as neither
raccount has more than $2,000. For example, if the maximum $2,250 is put into
a spouial IRA, it could be divided so the ,nonworking spouse receives $2,000

(,and the working spouse receives $250, or the reverse, or the money in the ac-
! counts could be split evenly. A divorced spouse who has been a.homemaker

may continue to contribute to an IRA account if the former working spouse
established the account 5 years prior to the divorce and made contributions in 3
of the 5 preceding years. The limit on the unemployed divorced spouse's con-

) tributions fora year is the lesser of $1,225 or the sum of the compensation and
alimony includable,in gross income.

Keogh or HR-10 plans pemiit self;emPloyed individuals to put a portion of
their earned income each year into a fund that can earn tax free income until it
starts paying out at retirement. Employers who, establish Keogh plans must also'

emake equal contributions for those full-time employees who have 3 or more
years of continuous serlice. The contributions for employees must equal the.
percentage of contributioViade for the self-employed perion, and the con-
tributions must vest immedititely.

Standards and regulations for both, individual retirement accounts and
Keogh plankare administered by the Internal Revenue Service. For information
about these tax savings retirement plans, contact the nearest IRS office, listed
in the telephone directory under "United States Government, Internal Revenue
Service."'

4i
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Appendix A
Sources of Assistance
FEI)ERAL AGENCIES

National Offkes

U.S. Equal Employment Opportunity
Commission
Washington, D.C. 20507
(See also list of field office; following.)

Civil Rights Division *

U.S. Department of Health and Human
Services
Washington, D.C. 202% -

Social Security Administration
U.S. Department of Health and Hunan
Services
B.Itimore, Maryland 21235

Internal Re3enue Service
U.S. Department of the Treasury
Washington, D.C. 20224

Office of Revenue Sharing
U,5. Department of the Treasury
Washington, D.F. 20226

Federal Trade Commission
Washington, D.C. 20580

Pension Benefit Guaranty Corp.
2020 K Street, NW.
Washington, D.C. 20006

Labor-Management Services
Adfninistration
U.S. Department of Labor`
Washington, D.C. 20210

Occupational Safety"! Health
Administration
U.S. Department of Labor
Washington, D.C, 20210

Office of Federal Contract Compliance
Programs
Employment Standards Administration
U.S. Department of Labor
Washington, D.C. 20210
(See also list of regional offices following.)

Office of Workers' Compensation
Programs
Employment Standards Administration
VS, Department of Labor
Washington, D.C. 20210

WOmen'ABureau
Office of the Secretary
U.S. Department of Labor
Washington, D.C. 20210

Wage and Hour Division
Employment Standards Administration
U.S. Department of Labor
Washington, D.C. 20210
(See also list of field offices following.)

Equal Employment Opportunity Commission (EEOC) Field Offices A.

Albuquerque: 505 Marquette, NW., Suite
1515, New Mexico 87101

Atlanta: 75 Piedmont Avenue, NE., 10th
Floor, Georgia 30303

Baltimore 711 West 40th Street, Suite 210,
Maryland 2122

n

Birmingham: 211 Eighth Avenue, Arth,
Alabama 35203
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Boston:" 150 Causeway Street, Suite 1000,
Massachusetts 02(14

Buffalo: One West Genesee Street, Room
20, New York 14202

Charlotte: 1301 East Morehead, North
Carolina 28204

Chicago: 536 South Clark Street, Room
234, Illinois 60605

Cincinnati: 550 Main Street, Room 7019,
Ohio 45202

Cleveland: I3A Ontario Street, Room 602,
Ohio 44114

Dallas: 1900 Pacific, I3thoFloor, 'texas
75201

Dayton: 200 West Second Street, Room
608, Ohio 45402

Denver: 1513 Stout Street, 6th Floor, Col-
orado 80202

Detroit: 660 Woodward Avenue, Suite 600,
Michigan 48226

El Paso: 2211 East Missouri, Room E-235,
Texas 79903

Fresno: 1313 P Street, Suite 103, California
93721

Gretnsboro: 324 West Market Street,
Room 132, North Carolina 27402

Greenville: f North Laurens Streit, Suite
507, South Carolina 29602

Houston: 2320 La Branch, Room 1101,
Texas 77004

Indianapolis: 46 East Ohio Street, Room
456, Indiana 46204

Jackson: 100 West Capitol Street, Suite
721, Mississippi 39201

Kansas City: ( 1150 Grand, 1st Floor,
Missouri 64106

Little Rock: 700 West Capitol, Arkansas
72201
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Los Angeles: 3255 Wilshire Boulevard, 9th
Floor, California 90010

Louisville: 600 Jefferson Street, Kentucky
40202

Memphis: 1407 Union Avenue, Suite 502,
Tennessee 38104

Miami: 300 Biscayne Boulevard Way, Suite
414, Florida 33131

Milwaukee: 342 North Water Street,
Room 612, Wisconsin 53202

Minneapolis: 110 South Fourth Street,
Minnesota 55401

Nashville: 404 James Robertson Parkway,
Suite 1822, Tennessee 37219

Newark: 744 Broad Street, Room 502, New
JerAy 07102 11°`

New Orleans: 600 South Street, Louisiana
70130

New York: 90 Church Street, Room 1301,
New York 10007

Norfolk: 200 Granby Mall, Room. 412,
Virginia 23510

Oakland: 1515 Clay Street, Room 640,
California 94612

Oklahoma City: 50 Penn Place, Suite 1430,
Oklahoma 73118

Philadelphia: 127 North Fourth Street,
Suite 200, Pennsylvania 19106

Phoenix: 201 North Central Avenue, Suite
1450, Arizona 85073

Pittsburgh: 1000 Liberty Avenue, Room
2038A, Pennsylvania 15222

Raleigh: 414 Fayetteville Street, North
Carolina 27608

Richmond: 400 North Eighth Street, Room
6213, Virginia 23240

San Antonio: 727 East Durango, Suite .
13-601, Texas 78206
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San Diego: 880 Front Street, California
92188

San Francisco: 1390 Market Street, Suite
325, California 94102

San Jose: 84 West Santa Clara Avenue,
Room 300, California 95113

Seattle: 710 Second Avenue, 7th Floor,
Washington 98104

mrilmi;17"-,1,t,z7n7,717511,74

St. Louis: 625 North Euclid Itreet,'
Missouri 63108

Tampa: 700 Twins' Street, Room 302,
Florida 33602

Washington: 1717 H Street, NW., Suite
402, District of Columbia 20006

Office of Federal Contract Compliance Programs (OFCCP) Regional and
Area Offices

Addresses and telephone numbers for area
under "United States Departinent of Labor.

Boston: U.S. Department of Labor, JFK
Building Room 1612-C, Government
Center, assachusetts 02203. Bridgeport,
Hartfo

New Yo : U.S. Department of Labor,
1515 Broadway,dRoom 3308, New Yprk
10036. Buffalo, c Garden City, Newark,
San Juan, Trenton.

Philadelphia: U.S. Department of Labor,
Gateway Building, Room 1310, 3535
Market Street, Penqiylvania 19104.
Baltimore, Pittsburgh, Richmond,
Washington.

ti

Atlanta'. U.S. Department of Labor, 1371
Peachtree Street, NE., Room 111, Georgia
30309. Birmingham, Charlotte, Columbia,
Jackson, Jacksonville, Louisville, Mem-
phis, Miami, Nashville, Orlando, Raleigh.

Chicago: U.S. Department of Labor, New
Federal Building, Room 3810, 230 Smith
Dearborn Street, Illinois 60604. Cleve-
land, Columbus, Detroit, Gary, Grand
Rapids, Indianapolis, Milwaukee,
Minneapolis.

offices are listed in the telephone directory
PP

Dallas: U.S. Departient of Labor, 555
Griffin Square Building4Roorn 505, Texas
75202. Albuquerque, Ft. Worth, Houston,
Little Rock, New Orleans, San Antonio,

Kansas City: U.S.`tiepartment of Labor,
Federal Office Building, Room 2011, 911
Walnut Street, Missouri 64106. St. Louis,
Omaha.

Denver: U.S. D6artment of Labor, 1412
Federal Office Building, 1961 Stout Street,
Colorado 813294. Salt Lake City..

San Frandsco: U.S. Department of Labbr,
450 Golden Gate Avenue, Room 11435,
California 94102. Honolulu, Los Angels,
Oaklait, Phoenix, Santa Ana, San Diego,
San Jose, Van Nuys.

_Seattle:. U.S. Department of Labor,
Federal Office Building, 909 First Avenue,
Room 3038, Washington 98174, An-
chorage, Portland.



Wage and Hour Division

Inquiries about laws administered by the Wage and Hour Division, U.S. Department of
Labor, should be addressed to the nearest office. Consult the list below: Offices shown in italics
are staffed by investigative personnel whose duties frequently require them to be away from
the office. Thiephone messages and requests for information may be left at these offices when
investigators are not on duty at the office. Peisonal appointments may be made by either tele-
phone or mail.

Alabama: Anniston, Birmingham,
.Cullman, Dothan, Florence, Gadsden,
Huntsville; Mobile, Montgomery,
Opelika, Tuscaloosa

Alaska: Anchorage

Arizona: Phoenix, Meson

Arkansas: El Dorado, Fort Smith, Jones-
boro, Little Rock, Pine Bluff

California: Fresno, Glendale, Laguna.
Niguel, Long Beach, Los Angeles,
yodesto, Oakland, Oxnard,

/Sacramento, Salinas, San Bernardino,
San Diego, San Francisco, San Jose,
Santa Ana, Stockton

Colorado: Colorado Springs, Denver, Ft.
Collins, Grand Junction.,Pueblo

Crfnecticut: 101geport, Hartford

aware: Dover, Wilmington

District of Columbia: Hyattsville (Md.)

Florida: Cocoa Beach, Daytona Beach,
Fort Lauderdale, Fort Myers, Gaines-
ville, Homestead, JacksiThville, Lake-

,land, Leesburg, Melbourne, Miami,
Orlando, Panama City, Pensacola, St.
Petersburg, Sarasota, Tallahpssee, Tam-
pa, West Palm Beach

Georgip: Albany, Atlanta, Augusta,
Brunswick, Columbus, Gainesville,
Macon, Rome; Savannah, Thomasville,
Waycross

Hawaii: Honolulu

46 5_1

Idaho: Boise

Illinois: Belleville, Champaign,\Chicago,
Elgin, Gurnee, Peoria, Rockford, Rock
Island, Springfield

Indiana: Anderson, Evansville, Fort
Wayne, Gary, Indianapolis, Lqfayette,
Marion, New Albany, South Bend, Terre
Haute

Iowa: Burlington, Cedar Rapids, Daven-
port, Des Moines, Sioux City

Kansas: Pittsburg, Topeka, Wichita

Kentucky: Ashland, Bowling Green,
Covington, Lexington, Louisville,
Owensboro, Pikevilk

fLouisiana: Alexandria, Baton Rouge,
Lgfayette, Lake Charles, Mon oe, New
Orleans, Shreveport

Maine: Bangor, Portland

Maryland: Baltimore, Hagerstown,
Hyattsville, Salisbury

Massachusetts: Boston, Brockton, Spring-
field

Michigan: Detroit, Escanaba, Flint, Grand
Rapids, Kalamazoo, Lansing, rontiac,
Port Huron, Saginaw, Troy

Minnesota: Brainerd, Duluth, Mankato,
Minneapolis

Mississippi: Biloxi, Columbus, Greenville,.
Greenwood, Hattiesburg, Jackson, Meri-
dian, 7Upelo
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Missouri: Cape Girardeau, Jefferson
City, Kansas City,,St. Louis, Springfield

Montana: Billings, Great Falls, Missoula

Nebraska: Lincoln,,Oniaha

Nevada: Las Vegas, Reno

New Hymishire: Manchester

New Jersey: Atlantic City, Camden,
Newark, Paterson, Trenton

New Mexico: Albuquerque, Las Cruces,
Roswell

New York: 4Ibany, Bingh on, Bronx,
Brooklyn, Buffalo, empstead,
Middletown, New York', ughkiepsie,
Rochester, Syracuse, Utica, White Plains

North Carolina: Asheville, Charlotte,
Durham, Fayetteville, Gastonia,'
Goldsboro, Greenville, Greensboro,
Hickory, Nert Bern, Raleigh, Salisbury,
Wilmington, Winston-Salem

North Dakota: Bismarck, Fargo'

Ohio: Akron, Cambridge, Canton, Cincin-
nati, Cleveland, Columbus, Dayton, Lima,
Mansfield, MiddletoWn, Toledo, The
Plains, Youngstown, Sandusky _

Oklahoma: Ardmore, Enid, Lawton,
Muskogee, Oklahoma City, Tulsa /
Oregon: Eugene, Medford, Portland

)

Puerto Rico: Arecibo, Hato Rey,
Mayaguez, Ponce

Rhode Wand: Providence

South Carnika: Charleston, Columbia,
Florence, Greenville; Spartanburg

South Dakota: Rapid City, Sioux Falls

Tennessee: Chattanooga, Columbia,
Cookeville, Jackson, Johnson City,
Knoxville,' Memphis, Nashville, Union
City

.Thap:.) Abilene, .efuirrillo, Austin, Beau-
Mon); Brownsville, Brytitt, Corpus Christi,
Dallas, Fort Worth, Galveston, Harlingen,
Houston, Laredo, Longview, Lubbock,
Lufkin, McAllen, San Angelo, San An-
tonio, Sherman, Thxarkana, Tyler, Vic-

toria, Waco, Wichita Falls

Utah: Ogden, Provo, Salt Lake City

Vermont:

Virginia: Fall Church, Lynchburg,
Norfolk, Richniond, Roanoke, Waynes-
boro, Winchester

Pennsylvania: Allentown, Altoona, Erie,
Greensburg, Harrisburg, Indiana,
Johnstown, Lancaster, McKeesport,
Philadelphia, Pittsburgh, Reading,
Scranton, Uniontown, Wilkes Bane,
Williamsp I, York

..

ngton: Everett, Seattle, Spokane,
Tacova, Yakima

West Virginia: Beckliy,' Bridgeport,
Charleston, Huntington, Parkersburg,
Wheeling

Wisconsin: Eau Claire, Green Bay, La
dome, Madison, Milwaukee, Oshkosh,
Racine, Wausau

Wyoming: Casper
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Appendix B
STATE AGENCIES

Labor Departments and Human Rights Commissions

Alabama: Department of Industrial Rela-
tions, Industrial RelationsBuilding, Mont-
gomery, 36130.

Alaska: Department of Labor, P.O. Box
1149, Juneau, 99302. Alaska State Coln-
mission for Human Rights, 431 W. 7th
Ave., Suite 105, Anchorage, 99501.

Arizona: Department of Labor, 1601 West
Jefferson Street, P.O. Box 19070, Phoenix,

/ 85007. Arizona Civil -ltights Division,
1275 W. Washington, Phoenix, 85007./ Arkansas: Department of Labor, 1022
High Street, Little Rock, 72202.

.
Odifoinia: Department of Industrial Rela-
tions, 525 Golden Gate Avenue, P.O. Box
603, San Francisco, 94101. Department of

, Fair Employment and Hotising, 1201 I
v Street, Sacramen 95814.

Colorado: Department 01 Labor and
Employment, 251 East 12th Avenue,
Denver, 80203. Colorado Civil Rights
Commission, State Services Building, 1525
Sherman Street, Denver, 8Q203.

Connecticut: State Boald of Labor Rela-
tions, 200 Folly Brook Boulevard,
Wethersfield, 06109. Commission on
Human Rights and Opportunities, 90
Washingtbn Street, Hartford, 06106.

Delaware: Department of Labor and
Industrial Relations, 820 N. French Street,
Wilmington, 19801. (Includes Anti-
Discrimination Section.)

District of Columbia: D.C. Department of
_Employment Services, 500 C Street, NW.,
Washington, D.C. 20001. Commission on
Human Rights, District Building, Wash-
ington, D.-C. 20004.

Florida: Department of Labor and Em=
pldyment Security, Berkeley Building,
2590 Exceptive Center Circle- East, Tal-
lahassee, 32301. Commission on Human
Relations, Montgomery Building. 2562
Executive Center Circle East, Tallahas-
see, 32301.

Georgia: Department of Labor, State
Labor Building, 2 54 Washington Street,
SW., Atlanta, 30334.
Guam: Department of Labor, Government
of Guam, Box 23548, GMF, Guam, M.I.
96921.

Hawaii: Department of Lab and Indus-
trial Reld.tions, 830 Punchbowl Street,
Honolulu, 96813. -
Idaho: Department of Labor and Indus-
trial Services, Industrial, Administration
Building, .317 Main Street Boise, '83720.
Commission on H an Rights,
Statehouse, Boise, 83720.

Illinois: Department of Labor; Alzina
Building; 100 North Fiist Street, Spring-
field; 62706. Department of Haman
Rights, 32 West Riandolph.Street, Chi-
cago, 60601.

Indiana: Division of Labor, Room lop,
Indiana State Office Building, 100 N.
Senate Avenue, Indianapolis, 46204. Civil
Rights Commission, 311 West Washington
Street, Indianapolis, 46204.
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Iowa: Bureau of Labor, 307 East 7th Street,
Des Moines, 50319. tivil Rights Commis-
sion, 8th Floor, Colony Building, 507 Ruth
Street, Des Moines, 50319.

Kansas: pepartment of Human Resources,
Division of Labor Management and Labor
Standards, 512 WestOth Street, Topeka,
66603. Commission 4.:in Civil Rights, 535
Kansfis Avenue, 5th Floor, Topeka, 66603.

Kentucky: Department of Labor, U.S. 127
South, Frankfort, 40601. Commission on
Human Rights, 823 Capital Plaza Tower,
Frankfort, 40601.

Louisiana: Department of .Labor, 1045
Natural Resources Building, P.O. Box
44094, Baton Rouge, 70804.

Maine: Bureau of Labor Standards, 7th
Floor, State Office Building, Augusta,
04333. Human Rights Commission, State
House-Station 51, Augusta, 04333.

Maryland: Division of Labor and Industry,
203 East Baltimore Street, jialtimore,
21202. Commission on Human Ration,
20 East Franklin Street, Baltimore, 21202.

Massachusetth Department of Labor and
Industries, State Office Building, 100 Cam-
bridge Street, Boston, 02202. Commission
Against Discrimination, 1 Ashburton,
Place; Suite 601, Boston, 02108.

Michigan: Departmentof Labor, Leonard
' Plaza Building, 309 N. Washington, P..0.
Box 30015, Lansing, 48909. Department of
Civil Rights, Billie Farnum Building, 125 W.
Allegan $treet, Lansing, 48913.

Minnesota: Department of Labor and In-
dustry, 444 Lafayette Rokdi St. Paul,
'55101. Department of Human Rights, 5th
Floor Bremer 'Ibwer, 7th Place and Min-
nesota Street, St. Paul, 55101.

Mississippi: Workmen's Compensation
Commission, Waltey Sillers State Office
Building, P.O. Box 987, Jackson, 39205.

Missouri: Department of Labor and In-
dustrial Relations, 1904 Missouri,
Boulevard, P.O. Box 599, Jefferson City,
65102. Commission on Human Rights, 204
Metro Drive, Jefferson City, 65102.

Montano: Department of Labor and In-
dustry, P.O. Box 1728, Helena, 59624.
Human Rights Commission, Cogswell
Building, Helena, 59620.

Nebraska: Department of Labor, 550 S.
16th Street, Box 94600, State House Sta-
tion, Lincoln, 68509, Equal Opportunity
Commission, 301 Centennial Mall, South,
P.O. Box 94934, Lincoln, 68509-4934.

Nevada: Department of IndiistriarRela:
tions, 1390 South Curry, Carson City,
89710. Equal Rights Commission 1515
E. Tropicana, Las Vegas, 89158.

New Hampshire: Department of Labor, 19
Pillsbury Street, Concord, 03301. Commis-
sion for flumanrRights, 61 South Spring
Street, Concord, 03301.

New Jersey: Department of Labor, P.O.'
Box CN 110, Trenton, 08625. Division
on Civil Rights, 1100 Raymond Boule-
vard, Newark, 07102.

New Mexico: State Labor and Industrigl
Commission, 1596 Pacheco, Santa Fe,
87501. Human Rights Commission, 303
Bataan

tMemorial
Building, Santa Fe,

87503.

New York: Department of Labor, State
Campus, Albany, 12240. Division of
Human Rights, Two World Trade Center,
New York City, 10047.

NOrth Carolina: Department of Labor,
`Labor Building, 4 W. Edenton Street,
Raleigh, 27601.

North Dakota: Department of Labor,
State Capitol, Bismarck, 58565.-

5
4 49



(lb lo: Department of Inciustrial Relations,
2323 W. 5th Avenue, Columbus, 43216.
Civil Rights Commission, 220 Parsons
Avenue,, Columbus. 43215.

Oklahoma: Department of Lab Or, State
CapitO1 Building, Suite 118, Oklahoma
Qty, 73105. Human" Rights Commission,':
Room G11, Jim Thorpe Building, P.O. Box
52945, Oklahoma City, 73152.

Oregon: Bureau of Labor'and Industries,
State Office Building, 1400 SW:- Fifth
Avenue, Portland, 97201. (Includes Civil
Rights Division.)

1----Pennsylvania: Department of Labor and
Industry, 1700 Labor and Industry
Building, Harrisburg, 17120. Human Rela-
tions Commission, 101. South Second
Street, Suite 300, P.O. tBox 3145, Har-
risburg, 17105. ,

Puerto Rico: Department of Labor, 505
Munoz Rivera Avenue, Hato Rey, 00918.
(Includes Abti-Discrimination Unit.)

Rhode Island: Department of Labor, 220
Elmwood Avenue, Providence, 02907.
Commission for kunian Rights, 334 West-
minster Mall, Providence, 02903.

South Carolina: Department of Labor,
3600 Forest ()rive, P.O. Box 11329, Colum-
bia, 29211. Human Affairs Corinnisston,
Post Office' Drawer 11300, .Columbia,
29211.

South Dakota: Department of Labor,
Capitol Complex, 700 Illinois North,
Pierre, 57501, Commission on Human
Rights, State Capitol Building, Pierre,
57501.

Tennessee: Department of Labor, 501
Union Building, Nashville, 37219. Commis-
sion for Human Development, 208 Ten-
nessee Building, 535 Church Street,
Nashville, 37219.
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Texas: Department of Labor and Stan-
dards, P.O. BOX 12157, Capitol Station,
Austin, 78711.

Utah: Industrial Commission, 160 East
300 South, P.O. Box 5800, Salt Lake
City, 84110-5800. Anti-Discrimination
Division, 160 East 300 South, P.O. Box
5800, Salt Lake City, 84111-5800.

Vermont; Departmentof Labor and Indus-
try, State Office Building, Montpelier,
05602.

Virginia: Department of Labor and Indus-
try, 205 N. 4th Street, P.O. Box 12064,
Richmond, 23241.

Virgin Islands: Department of Labor, P.O.
Box 890, Christiansted,

Q
Sk. Croix, 00820.

Washington: Department of Labor and In-
dustries, General Administration Building,
Olympia, 98504. Human Rights Commis-
sion, 402 Evergreen Plaza Building, FJ-41,
Olympia, 913504.

West Virginia: Department of Labor,
Capitol Complex, 1900 Washington Street,
Fast, Charleston, 25305. Human Rights
Commission, 215 Professional Building,
1036 Quarrier Street, Charleston, 25301:

Wisconsin: Department of Industry, LabOr
and Human kelations, 201 East
Washington Avenue, P.O. ,,Box 7946,
Madison, 53707. Equal Rights Division,
P.O. Bok 7903, Mpdison, 53707.

Wyoming: Department of Labor and Sta-
tistics, Hathawajf Building, Cheyenne,
82002. Fair Employment Practices Com-,
mission, Hathaway Building, Cheyenne,
82002.
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U.S. 4EFARTMENT OF LABOR

EMPLOYMENT STANDARDS ADMNIISTRATION
, w mit AND NOVI DIVISION

EMPLOYMENT INFORMATION FORM

(This report k authors sd by Section 11 of this Fair Labor Standards Act. White you era not required to resPend, esslendleion of
this information is neCtsmary for the Division to schedule any compliance action. Your Weedily will be kept confidential to the
minimum extent possible under existing Ian.

-- 1. PERSON SUBMITTING INFORMATION

A. Name (Print first name, middle initial, rand list name)
Mr.

.

Miss ,.
Mrs.
Ms.

D. Date '
C. Telephone number:

(OV No Aare you
can be reached)

.

D. Address: (Number, Street, Apt. No.)

,

(City,-County, State, ZIP Code) ,

E. Check one of these boxes
ID Presentuemployee D Former employee

1.' of establishment of establit.sment
MI Other.

. ,(spr.r.t(y: relative. union. ate)

2. ESTABLISHMENT INFORMATION
A. Name of establishment

r. r'
P. Telephone Number

r

C. Address of establishment; (Number, Strpet)

(City, County, State, ZIP Code)

t. Estimate number of employees. _ E. Does the firm have branches? 0

If "Yes", name one or two locations:

0 fl Don't know

F. Nature of establishrhent's business: (For example; school, farm, hospital, hotel, restaurant, shoe store, wholesale
drugs, manufactures stoves, coal, mine, construction, trucking, etc.)

r,7

G. If the establishment has a Federal Government or federally assisted contract, check the appropriate box(es).

0 Performs construction0 Fur nishe:loods Furnishes services

H. goes establishment ship goods to or receive goods from other States?

- .
MI Yes No 0 Don't know

3. EMPLOYMENT INFORMAT ON
C He A, S. C E, If e.e west

A. Period employed (month, year) ,

From:

B. Date of birth if under 19

Month Day' Year

r

To
tit still there, stat present)

0 .
C. Give your job title and describe briefly the kind of work you do

. .

(C0Rflama es calm Ilicto

5 BEST COPY AVAILABLE 51
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0

Side 2

?..11"

D Method of iMyeeent

.

per

. . ...

If Enter ix the boxes below the hems Sma redly
we* rch clay and each writ (000 time off Sr(,seas)

II T
.

Ir S $ worm.

F.

r

CHECK THE APPROPRIATE BONES) AND EXPLAIN INISEPLY Di 111Z
you ball"w vlolet dm War Dad Rom Irv,. (If yoe wool MOn spate owe
Ione.)

,

0 Does not pay th. eabtlaum leer 0\
0 Dees sof pay roper outflase

, .

0
. e

0 Doe. net My reveilles mese detemehrBeet Id* 0
rollets1 Cloyesesseat .r federally arletml contract . .

Approximete date of e11m1.4 etlecrivelnettom N. 0
..*

SPACE BELOW the employment prectior which
an wthIlllosal sheet of popor and attach it to fhi

,
-

Di echargeol employee bayous. of wart saraleb-
NAM imp I irt below)

Ix;elas riluotban from were 4.t.... of war
s shment (expiate below)

Imploy w.letons ands minims. e.g. Sot lot.

.
Other (explain below)

s

.

.

.. .

. o

*
. N.

. ,

\ 0

X -
.....

. ..

IL\
,

(110Tts If yew thin& It weld toe Attlitat lot to locet. 11r oeteliltottoutot to whom you liw, OH &yell et .Mitch mut.)

COM.AINT TARIM IV:

52
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irr-ventemirrerttiontelIk7rMr.17,lrrirr,r".7k

BEST COPY AVAILABLE

NOTICE OF NON.RCTALIATION REQUIREMENT
o.

Section 704(s) of the Civil Right, Act of 1964, as amended. state.:

It shall be an unlawful employment practice for an employer to discriminate against
any of Ais employee. or ',pito:into for employment for an employment agency to
discriminate against any individual. or for labor organization to discriminate against
any member thereof or applicant for membership amuse he has opposed any practice
made an unlawful employment practice by this title. or because he has made a charge,
testified. assisted. or participated In any manner in on investigation, proceeding. or
heeirsna bowler dors tick.

( Perisone filing charges of employment dleairolnetion are *delved of this Nai-
rRequirement and ere instructed to notify the Equal Employment Oppoe

Commission It any attempt .t Mardian Is made.

PRIVACY ACT STATEMENT

(Thia form la covered by the Privacy Act of 1974. Public L...934579. Authority for re
queetieg red saws of perwinal data are given below.)

1. ram NUMSEIVIIITLEIDATE
ElEOIC Form 4C, Charge of Discrimination. March 79.

2 AU71101111TY
42 INICI000. Mbl

s .PRINCIPAL PuRposstsi Th. purpose of the charge. whether worded initially
ow Form Km abstracted from letter. Id to invoice the Comm/melon'. Juzlialktion.

4 .ROUTINE USES. Information provided on this form will be used by Commission
emplerees to cleteseine the existence of facts relevant to decision as to whether
tha Comakdan hes Jurisdiction over potential charge, and to provide such per
charge Ming couweeltrig se Is appropriate.

Other raw rep` kick& the Wowing: (I) to conduct comphsam mviews with State.
lead end Poked mils. such as the Office of Federal Contract Crowther* Pro
g rams. Ospirkermat of ludic& Department of Labor. sued other Faders)agencies as
may bo opprepriete or .sassy to c out the COSTMill108111 RIOCUOINk

41/ &Messrs I. State and local agencies nat Seats or local fair employ-
meg practices karst (3/ disclosure to the following persordel in contemplation of or
in oteractim with This VII Utiptionz id amen. Pliftles mid their etillitef%
Os aggrieved ponces in cases involving Comediesiesem arra and their adoseesyg
fcl persons or erganisatiom filing os behalf of an eggrieved perms. provided that
the aggrieved person hes given written authorisation to the proms who Sid me his
or her behalf le art as the 041 person's meet Sc.- thin Purim's. Med their at.
wawa. sal of maissierlended pew" such as the Modem-
American IAD. .e and Education Fuad and and Lawyer's Coormaltros kr
Civil Plights emir Law or the purpose of reviewing informstioni is am Aka la
determine the appreprestoneso skelerral to private ettoevero sa service to des-
ks mike. preivided that Ow Ceenneleelon-headtal gram is ',below* Oki belornm-
tion et yew request: id reworked. and thole attorreayk provided that you ham
filed suit imam Tide VII Against tint respondent; and III persons who hat* Ned. Or
are costemple4ing filing Title VII suit spinet the owns mepondont you how

in your charge, provided that information about you and your charge is Mr
nusterld to that pompon's slum 141 dietician', of the status of cis promising

oft rga of employment discrimination may be made to a Congresekeed °Him
from the record of an individual in response to an in4ulry from the Congromiona) of-
fice nets et the request of that individual.

6 Charges must be In writing and identify the porta. and action or policy complained
of. Failure to comply may milk In the Commission not accepting the charge.
Charges must be sworn to or affirmed but may he cured War by amendment It Is

it ni.todatory that this form hv used to provide the requested information.
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(PLEASE !vow OR TYPE)

ATPre)YEO 80 O cw.reat oa0meEet(1)1A0eNcY TIM ONLY)
)000043 CHARGE OF DISCARA4NATION

STATC.o.,. I 231,0 0 E/LOCAL ACLINCY
OrIVESIIYANT This hem le lrEkrolud y Wm Prhurof Act o

Pnrooy AN IINNowni on ni was oorrohurno N
0 ee0C

(tste ix-Locs1 Aiwrity)
iiADCFnnsw

Snide T AOOMSS

(4,6, Employment OPPC.TIPORy Commission

Zit? STATE. ATN 7W CODE

8.64 YELIFNit MAIM (134.4. woe. t)

NAMED IS THE EMPLOYER LABOR ORGANIZATION. EMPLOYMENT AGENCY. APPRENTICESHIP COMMITTEE. STATE OR
LOCAL GOVERNMENT AGiNCy WHO DISCRIMINATED AGAINST ME (II more than one list below)
WiLlt ns noes)

ZAWss OTT. *TATE Meg xj COO(

fftar70.1,zozra- vax-a0...CrEmso-
sive 00N1

dkiir dr 6lidhoSoii744 TinWb &o UV jecac weepnota IbtIa/1

CITY 3TATIL man .2.P 07)04

. 0 RACE 0 COLOR 0 SEX 0 RELIGION _40 NATIONAL ORIGIN 0 OTHER (Soonily)

OAT( .02T RECENT 04. CON. /e404.3 943Cniwk10 TOOK
MAC( 1.a.17 For of.

1,4 PAPITICutAni Afq

I moo ..t this charge Mod with to. EEOC
wIN whim Ms vows; II I snoops my address or iv

phone numb*. and I wilt cooporms fully with Main In Me
processing 01 my moor In &CI:Oft:WIC. with thoir uro
ClbOvro

0 I(

,, paw.', In 01011,1 wutico!,

ronu sc psnn
clinnonst PARTY 15'0.04'0

011LIACX15 (01110N:9 Of Alt ((0C r 04%15 SARI 011.501[ T (-kW 0A747 NOT 'Aro'
CHARGE FILE COPY

I Iso. allmolIvi I howe IWO ***ow Owe. 4 hIt I I I o, 70
In* al hnowledga. .rdelmehon

510NAT1/4.f 00 C044,1.AINAN.

SUIPSCRIMO AND 'WORN TO .tons int lIns CATE
100y e....1 ye.)

NOT MK. 000,001y 10 moot 57.7. 101 loc.' IIapowno1.)

114

59 BESi (;1111Y AlLABLE

f

,;



U.S. DEPARTMENT OF HEALTH, EDUCATION, AND WELFARE.
NATIONAL INSTITUTE FOR OCCUPATIONAL SAFETY AND HEALTH

REQUEST FOR HEALTH HAZARD EVALUATION

This form is provided to assist in registering a request for a health hazard evaluation with the U.S.
Department of Health, Education, and Wetter° as provided in Section 20(a)(6) pf the Occupational
Safety and Health Act of 1970 and 42 CFR Part 85. (See Statement of Authority on Reverse Side.)
The provisions of this Erection provide for evaluation of health hazards resulting from exposure to
chemical substances only: Physical agents (noise, heat, etc.) and safety are not covered by this
section. ,

Name of Establishmen Where Substance(s) Exists

Company
Address

Strset TelephoneJ
City State Zip Code

1. What Product Service does the Establishment Produce?or
.

2. Specify"the particular building or worksite where the substance(s) is located, including address.
.

3. Specify the name, title, and number of the employer's agent(s) in chargephone

4. Describe

Identification

Trade Name(s)

briefly the substance(s) which exists by completing the following:

of Toxic Substance(s)

(If Applicable) 1. Chemical Name(s)

-
Manufacturer(s)

Does the
of the Information

physical

How ere

Numpr of

Occupations

.
:,

material have is' warning label? _Yes _No. If yes; attach copy of label or a copy
contained On the label.

Form of Substance(s): 0 Dust 0 Gas Liquid 0 Mist 0 Other
you exposed? 0 Breathing O Sw lowing Skin Contact

People Exposed Len ih of 'Exposure (Hours/Day)

of Exposed Employees s -.

5. Using the
prompted
as the nature
fects of a

apace below describe further the nature of the conditions _gr circumstances which
this request and other relevant aspects which you may consider Important, such

of the illness or symptoms of exposure, the concern for the potentially toxic ef-
new chemical substance introduced into the workplace, etc.

a/MIMI 2.1116
Nev. 7110 a

60
55



r
Side 2

6. (a) To your

agency?

1

knowledge has this substance been considered previously by any Government

(b) If so, give the name and address of each
. ,

(c) and, the

7. (a) is a similar

ment (Stale

approximate date It was so considered L
request currently being filed with or under Investigation by any other Govern-

.

or Federal) agency? (b) If so, give the name and address of each_
1

6. Requester (Employees of State. Local or Federal Agencies are not ollgIble.)
The undersigned Requester believes that a substance (or substances) normally found In the
place of employment may have potentially toxic effects In the concentrations used or found.

Signature

Typed or

Address

,
Date

Printed Name Phone: Home
."-

Street Business

'City State Zlp Code

Check One:
0 I am
0 I am

employees

organization.

an EMployer Representative
an Authorized Representative of, or an officer of the organization representing the

for purposes of collective bargaining. State the name and address of your
., . \....._

0 I am
employ
authoriziff§

..

. 0 I am
found.

an employee of the employer and an Authorized Representative of two Of more
in the workplace where the substance is normally found. Add signatures of
employees below: .

Name __--- Phone---
Name

----
Phone

one of three or less employees In the workplace where the substance is normally

.

Please Indicate your desire: 0 I do not want my name revealed to the employer.

0 My name may be revealed to the employer:

Authority: :
Section 20(a)(6) of the Occupational Safety and Health Act, (29 U. S. C. 669(0(6) ) provides as
follows: The Secretary of Health, Education, and Welfare Shall . . . determine following a written
request by any employer or authorized representative of employees, specifying with reasonable
particularity the grounds on which the request is made, Whether any substance normally found
In the place of employment has potentially toxic effects in such concentrations as used or found;
and shall submit such determination both to employers and affected employees as soon as pos-
sible. If the Secretary of Heatth. Education, and Welfare determines that any substance is i:sotert-
flatly toxic at the concentrationsin which it Is used or found in a place of employment, and such
substance is not covered by an occupational safety or health standard promulgated under section
6. the Secretary of Health, Education, and Welfare shall immediately submit such determination to
the Secretary of labor, together with all pertinent criteria.

i.
tier Who( In/ormelion:
Teiegthone: AC 61341e4-2118

Bend eh* composed Iona 10:
NO11004111 Institute for Occupational Safety and Health

, Hazard Evaluation and Technical Ambience Dram*
4676 ColUmble Parkway
Cincinnati, Ohio 46226 ,

56 * u.s. 00V11**Keirr **TAT UM OFFICE 1984 421-608/16318


